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ject 2313, with HQ Air Force Human Resources Laboratory (AFSC), Brooks Air Force,
Base, Texas 78235.

This report has been reviewed by the Office of Public Affairs (PA) and is releasable to the
National Technical Information Service (NTIS). At NTIS, it will be available to the
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NANCY GUINN, Technical Director
Manpower and Personnel Division

RONALD W. TERRY, Colonel, USAF
Commander
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PERSONNEL AND BACKGROUND DIFFERENCES

IN ORGANIZATIONAL EFFECTIVENESS

L INIRODUC'ION

Organizational effectiveness has been, and continues to be. of prime interest to personnel ill all
types of organizations. Empirically assessing organizational effectiveness has been wrought with
difficulty in that no ultimate criterion exists. A contingency approach to organizational effectiveness
considers effectiveness to be a function of the manager, the situational environment, and the
criterion of success (Hendrix, 1976; Wofford, 1971). Within this framework, no one criterion of
effectiveness is postulated, rather, many criteria may be appropriate depending on the other
components of the model (i.e., the situation and the manager). Many researchers have noted that
organizations operate within this type of model. Organizations have a variety of often contradictory
goals (Cameron, 1978; Dubin, 1976; Perrow, 1970). Effectiveness criteria at one organizational
level may differ from those at other levels (Price, 1972; Weick, 1977), and criteria appropriate at
one point in time may be less appropriate at later times.

This technical report focuses on research conducted using a contingency model of
organizational effectiveness. Four criteria related to organizational effectiveness were used as
dependent variables when performing analyses to detemine significant differences between
Background Information response options. The Background Information items were from the
Organizational Assessment Package (OAP), which is a survey for identifying organizational
strengths and weaknesses. The development of this survey was previously reported by Hendrix and
llalverson (1979). The OAP was developed for use by the Air Force Leadership and Management
Development Center (LMDC), Maxwell AFB, Alabama. The mission of LMDC includes (a)
providing consultative services to Air Force commanders, (b) providing leadership and management
training to Air Force personnel in their work environment, and (c) performing research in support
of (a) and (b). The LM DC consultative role involves organizational problem area identification and
recommendations for reducing or eliminating problems identified. The OAP was designed to meet
these LM DC objectives.

. MEllIOD

S ample

Data were collected by Air Force consultants who administered the Organizational Assessment
Package at selected Air Force installations to all available personnel. The sample consisted of 4786
ubjecs (military and civilian) at five Air Force bases representing six major commands. The
.ammples composition was (a) 2% high school non-graduates, 39% high school graduates or general
equivalency diplomna (GEl)) certified, 37% some college work, 9% bachelor degrees, 6% some
graduate work, 6% master degrees, 1% doctoral degrees: (b) 78% white, 10% black. 5% hispanic.
7% lisled as other tian white. black or hispanic: (c) 86% males, 14% females: (d) 17% officers.
6(i% airmen, and 17% civilians.
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Survey Instrument

The OAP used for data collection consisted of 16 Background Information items and 149
attitudinal items. The attitudinal items were 7-point (some contained a 0 point for "not applicable"
responses) Likert scales which measured areas related to the job, one's supervisor, the organizational
climate, the perceived productivity of one's work group, and satisfaction.

Procedure

In a previous study (Hendrix and Halverson, 1979), 21 orthogonally rotated factors were
extracted during factor analysis of the 149 attitudinal items. Four of these factors were selected as
dependent variables for the present study. They were: General Organizational Climate,
Organizational Communications Climate, Job Related Satisfaction, and Perceived Productivity.
Factor scores were generated for each of these four factors. Each subject's factor score for each factor
served as the dependent variable in a series of one-way and two-way analyses of variance (ANOVAs).
Cell size was unequal in many of the analyses performed during this research effort; when cell sizes
are unequal, many different hypotheses can be tested. This research tested hypotheses with unequal
cell size the same way as is traditionally accomplished for equal cell designs. For example, main
effects hypotheses for a 2 x 3 design using dot notation to represent rows and columns would be
written:

HI:/ 1. -A2.

H2: .i = .2 -I.

Carlson and Timm (1974) and Speed and Hocking (1976) discuss the hypotheses tested under
various procedures when cell sizes are unequal. For main effects found significant, simple main
effects were performed. Significant simple main effects were, in turn, analyzed by Newman-Keuls
Sequential Range Tests to identify at a given level of a factor specific means that were significantly
different. Table I lists those Background Information items that were analyzed and includes item
numbers and the reponse options for each item.

The following one-way ANOVAs were performed for items: 3, 4, 7 to 12, and 14 to 16. In
addition, data which had been collected on subject's Major Command of Assignment, Organizational
Level, and Work Group Code were also analyzed using a one-way ANOVA.

Four two-way ANOVAs were performed for the following items: (a) I x 2 (Classification by
Grade), (b) I x 5 (Classification by Race), (c) I x 6 (Classification by Sex), and (d) 6 x 13 (Sex by
Communication).

nL RESUL'IS AND DISCUSSION

Results are reported first for one-way ANOVAs. Each Background Information item's results
are reported for each of the four dependent variables: General Organizational Climate,
Organizational Communications Climate, Job Related Satisfaction, and Perceived Productivity.
Then the two-way ANOVAs are reported for each of the four dependent variables. Newman-Keuls
Sequential Range Tests were performed at the .05 level of significance. Detailed results of each
analysis are provided in Appendix A to V.
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Table 1. Background Infirmation Items

hthen hem hem hem
Nr Statement Nr Statement

1. You Are An: 8. Ifighest I evel of Professional Military Education
1. Officer (Residence or Correspondence):
2. Airman 0. None or not applicable
3. Civilian (GS) I. NCO Orientation Course or USAF
4. Civilian (wage employee) Supervisor Course (NCO Phase I or 2)
5. Non-Appropriated Fund 2. NCO Leadership School (NCO Phase 3)

(NAP) employee 3. NCO Academy (Phase 4)
0. Other, L Senior NCO Academy (Phase 5)

5. Squadron Officer School
•2. Your Grade Level I: 6. Intermediate Service School (Officer)

I. 1-3 7. Senior Service School (Officer) (i.e., Air
2. 4-5 War College)
3. 0-7
. 8-9 9. How many People Do you Directly Supervise (i.e..

5. 10-12 Those You Write Performance Reports On):
6. 13-15 1. None
7. 16 or higher 2. 1 to 2

3. 3 to5
3, Total Months in This Organization Is: 4. 6 to 8

I. less titan I month 5. 9 !o 12
2. More than I month. Less than 6 months 6. 13 to 20
3. More titan 6 months. Less than 12 months 7. 21 or more
4. More than 12 months. Less than 18 months
.5. More titan 18 months. less thaa 24 months
6. More titan 24 months, Less thLn 36 months 10. Does Your Supervisor Actually Write Your
7. More titan 36 months Performance Report?

I. Y,.0
t. Total Months Experience in Present Job Is: 2. No

I. Less than I month
2. More titan I month. L.ess than 6 months I1. Your Work Requires You To Work Primarily:
3. More than 6 months. Less than 12 months I. Alone
4. More titan 12 months. Less than 18 months 2. With one or t% o people
5. More than 18 months. Less titan 24 months 3. A, a small group team member
6. More titan 21 months. Less titan 36 months I. As a large group team member (6 or more
7. More than 30 months people)

5. Other
5. Your Race Is:

I. American lnt.ian or Alaskan native 12. HIon Stable Are" Your Work Ilours?
2. Asian or Pacific Islander I. ilighl ,,tsble-routine 8 hrs
3. Black. not of Hispanic Origin 2. Veri stabhle-nearl routine 8 brs a day

1 llspa.nic 3. Moderatelv stable-shift work which
. hit. not of Iispanic Origin periodicall changes

0. Other t. Slightli unstable irregular viorking hours
5. Ilighl% utnstable-frequent TDYs. frequently

1). 4 iur Se % I s: on cali
I. Male
2. Fieh 13. Your Job Requires [low Much Communication

Iletveen Workers?
7 Your Iligie.t Ilunca:ioual L.e el Obtained 1,: I. Vers little

t. t high 4'1hoo1 graduate 2. L.itte
2. Iligh wihooul graduae or G l)D :t. M odirate
:1. e:o llegs. %ork . Vetr freqntnt
I. B .iriiluhr', dre 5. .lno-t cotinuinu

3. loi e gr.tlat. %ork
I. al i atel', dh-gre.i

I ),l itor.tl h.gro...
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Table 1 (Continued)

hem hem hIem lie m
Nr Statement Nr Statement

14. To What Extent in Your Work Group Are Group 4. Shift ,work. uzau.Ill. day, and nights
Mcetings Used to Solve problems and Fstablish 5. Daily work ouI%
Goals? 6. Crew schedule
I. None 7. Other
2. Occasionally
3. About half the time l. Whtich of tile Following lest Describes 'tour Career
4. Almost totally hntenlions?

I. To continue in tile Air Force
15. Your Work Schedule is Basically: 2. Will most likely continue in the Air Force

1. Shift work. ubually days 3. Ma) continue in the Air Force
2. Shift work. usually s% ing shift 4. Planning to retire in tile next 12 months
3. Shift work. usually nights 5. Other

Analysis 1, Item 3, Total Months in Organization

In considering the total months in organization, significant . ain effects were found for General
Organizational Climate, Job Related Satisfactina. and Perceived Productivity (p <.001), as well as
for Organizational Communications Climate (p <.01). (See Appendix A for details.) As noted in
Figure 1, the criterion standard score was significantly higher for response 7 (more than 36 months
in the organization) for the three criteria of General Organizational Climate, Job Related
Satisfaction, and Perceived Productivity. Those subjects reporting that they had been with the
organization less than 6 months (response 1), however, appeared to perceive the Organizational
Communications climate better than other subjects.

Analysis 2, Item 4, Total Months Experience in Present Job

In considering the total months of experience in th,- present job significant main effects were
found for General Organizational Climate, Organizational Communications Climate, and Job
Related Satisfactiop (p <001), as well as for Perceived Productivity (p <005). (See Appendix B for
details.) Figure 2 indicates that subjects with more than 36 mon hs in present job score nighest on
the criteria of Genera. Organizational Climate and Job Related Satisfaction. Those with less than 6 a

months rate highest on Organizational Communications Climate. In terms of Perceived

Productivity, those rating the highest were those with more than 36 months on present job.

Analysis 3, Item 7, Your Highest Educational Level Obtained

In the analysis of highest education level obtained, significant main effects were found for all
four criteria (See Appendix C for details.)

Figure 3 indicates that subjects who were high school graduates or had a GEl) equivalence

certificate perceived the General Organizational Climate to be lower than did other subjects:, the

highest perceptions were held by master degree subjects. For Organizational Communications
Climate, doctoral degree subjects clearly rated lower on this criterion. Non-high school graduates,
and master and doctoral degree subjects reported greater job satisfaction than did other subjects.
Master degree subjects perceived productivity to be higher than did high school graduates, subjects

10
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with sonic college, subjects with some graduate work, and subjects with doctoral degrees. Doctoral
degree subjects perceived the General Organizational Climate to be high and were satisfied with their
jobs: however, they perceived the Organizational Communications Climate and Productivity to be
low.

Analysis 4, Item 9, Number of People Directly Supervised

In considering how the number of people directly supervised affected the perception of the
organization, significant main effects were observed for General Organizational Climate and
Perceived Productivity (p <001), as well as for Job Related Satisfaction (p <0056). No significant
main effect was found for Organizational Communications Climate. (See Appendix D for details.)

Figure 4 indicates that all criteria, except Organizational Communications Climate, increased
as the number of personnel supervised increased. For Organizational Communications Climate,
there was no significant difference between the supervisory categories.
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NONE 1-2 3-S MORE THAN S ,-

Figure 4. Number of people you directly supervised.

Anahis 5. henl 0, Supervisor Actually Writes Perlornnanee Reports

In on,idering Ihe inipac of whether the supervisor actually wrote the performance report. the
main effect- ,or all four criteria were significant (p <001). (See Appendix E for details.) As Figure 5
indicates. Iho,, Imlbjetcls whoe supervisors write the performance report. scored significantly higher
on all four criteria lhan did those whose supervisors do not write the performance reports. 'the
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Figure 5. Supervisor actually writes performance reports.

anal) sis of variance data based on whether the supervisor actually writes the performance reports are
provided in Table E-i. and the Neuman-K euls Sequential Range Test results are presented in Table
E-2. The analysis of variance for General Organizational Climate (n = 4099), Organizational
Communications Climate (n = 4099), Job Related Satisfaction (n = 3871), and Perceived

Productivit (n =4197) show that the main effects for all four criteria are significant (p <.001).

Analysis 6, Item 11, Size of Work Group

In analyzing the size of the work group, significant main effects were found for General
Organizational Climate. Job Related Satisfaction, and Perceived Productivity (p <.001). No
.,ignificant main effecl was found for Organizational C,.mmnunications Climate. (See Appendix F for
details.)

With the exception of the criterion of Organizational Communications Climate. %hose main

effect was not significant. the data indicated that in general large-group team members scored
significantly higher on the criteria than did all other groups. For Job R elated Satisfaction, there is
the exception that those working alone also scored higher than did subjects in the other categories.
These differences are depicted in Figure 6.

Analysis 7, Item 12, Stability of W,.,rk lours

In considering the stability of the work hours. significant main effects were observed for

General Organizational Clinate, Job R elated Satisfaction, and Perceived Productivit) (p <001). as
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Figure 6. Size of work group.

well as for Organizational Comnmunications Climate (p <.01). (See Appendix G for details.) As
shown in Figure 7. the data indicate that in general. the more unstable the working hours, the lower
the scores on the four criteria. This relationship was the most apparent for Job Related Satisfaction.
with a consistent decrease in the criterion indices as the work environment became more unstable.
For General Organizational Climate and Perceived Productivity. the lowest criterion values were
o)tained for moderately stable work hours.

Aiah's is 8. he|in 14, Extent lint Work
Group Meetings am usedl to Solve Problems
and Es tablish Goals and Objectives

In the analysis of the extent work group meetings are used to solve problems and to establish
goals and objectives, for all four criteria, the main effects were significant (p <.001). (See Appendix
H for details.) Figure 8 indicates that as the use of group meetings to solve problems and set goalsincreases, so do the four criteria of effectivness.

The analysis of variance data for the effect of group meetings are provided in Table H-I, and the
significant Newman-K euls Sequential Range Test results are presented in Table H-2. The analyses of
variance showed that the main effects were significant (p <.001) for General Organizational Climate
(n =4095). Organizational Communications Climate (n =4095),Job Related Satisfaction (n =3868).
and Perceived Productivity (n =4192).
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Analys, 9, Item 15, Work Schedule

lin considering work schedules, significant main effects were indicated for General
Organizational Climate. Job I elated Satisfaction, and Perceived Productivity (p <.001). as well as

or for Organizational Conimunications Climate (p <0). (See Appendix I for details.) Figure 9 shows
that response 5 (daily work only) overall had the highest scores on the criteria: the only criterion
which had a higher value in anolher work schedule category was Organizational Communications

tClimate. which was higher for crew schedule work. Generally, response 2 (shift work. usually swing
shifts) had the lowest value.. for the criteria. For response 5 (crew scheduled work). the values clearl.
differed between the ,riteria. For crew scheduled work, subjects reported high Organizational
Coi i unications Climate and General Organizational Climate, intermediate magnitude for
Perceived Productivilt. and low Job Related Satisfaction.

.90
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.70

.68

.40 \
.30 /

o 0 ............
. ..20

2 .0
-. 40 -i "\,

-. S ---- \

; \------ -- -- - --------
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-.80 ..... ORGANIZ TIONAL COMMUNe-CATIONS CLIMATE
0 JOB REL TED SATISFACT ON -

--- PERCEIV D PRODUCTIVITI
.00 .....- I .II -

USU. DAYS SWING/NIGHTS USU. DAYS/NIGHTS DAILY ONLY CREW SCHED.

Iigure 9. Work schedule.

Anahsi, IO. lien1 16. )escriition ol Ca we r lte ntionis"

' The aila ..,. of, ra,'c.r inlention. (i.e.. as regard., (he Air Force). resulhtd in ,ignificant mlain,
,ffci., for all four, ,rii'ria (1' <.)1). (See Appendi\ J for details.) As Figure 10 shio .,. t1,- data
indicah. the 'allilC hlatteru ho .011 ic 'riteria mc'epi Organizational Coninlunication., Cliuae. ,, hich

Id oil one pailr of-ignifiatiatl. differeni miiean. Those planilliig to continie in lIlt- Air Force had
dle4h lighe., criterion -,.'r. fohioi,,d b% tho.e planning to rtire in the ne\t 12 months, and thei lb

tlhom. -lating I lt %he ill nme.I lik]h countinu , ill the \it Force. Those responding b. filling in Ihe
"()lhir'" o,.-i nu..-ption had til. lo es criterion r alii-. Th'll ")thor'" re.Ilmn., option iiitlhd.d i
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Figure 10. Description ofcareer intentions.

those planning on exiting the Air Force. The next lowest criterion values were reported by those
indicating they may conlinue in the Air Force. As a general trend, however, those planning to
remain in the Air Force scored higher on the criteria.

Analysis 11, Major Command (MAJCOM)

In the analysis of how the major command (MAJCOM) affected this study, significant main

effects were observed for all criteria (p <001). (See Appendix K for details.) Figure 11 indicates that

commands differ in the relative magnitude of the four criterion measures. The M AJCOM s are

labelled A to E to insure their anonymity. Generally, scores for commands D and E were lower than

for the other commands; however, command A was lowest on Organizational Communications
Climate, while command C had the highest reported Organizational Communications Climate. Also,
command A had the highest Job Related Satisfaction level of any command, while command D had
the lowest reported satisfaction level.

Analysis 12, Organizational Level

Table 2 lists the nine organizational levels to be tested for significant differences. Due to

insufficient observations, organizational levels 1, 3, 4, and 9 were deleted from the Newman-Keuls

Sequential Range Test and from the plot of criteria means in Figure 12. The main effects for all four

criteria were significant (p <.001). (Significant differences between organizational levels for each

criterion are discussed in Appendix L.)
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Table 2. OiganizalionaI Levels

YO0ganitsfonal Omganizaiion/ osganizadonal Onganion/
Level Code Agency Level Code Agency

12Headquarters USAF 5Wing
2 Major Commandskeparate Operating 6 Group/Base

Agencies 7 Squadrrn
3aNumbered Air Force 8 M edical

42 Air Division 9a S pecializ ed
Activities

sNot tested.
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Figure 12. Organizational level

The data plotted in Figure 12 indicate a general pattern of all four criteria being the highest for

Organizational level 2, the next highest for level 5, followed by level 6, and then level 7, which was

the lowest overall. The one exception to this pattern was that Job Related Satisfaction was higher for

level 6 than for level 5. The criteria for organizational level 8 fell at various criterion values. Job

satisfaction was the highest criterion for level 8 and was the second highest value of job satisfaction

for any organizational level. The next highest criterion was General Organizational Climate,

followed by Perceived Productivity and Organizational Communications Climate.

Analysis 13, Work Gmup Codes

General. Table 3 lists the workgroups and their workgroup codes which have been aggregated

for all work groups falling tinder a thousands level. For example, all codes which are of a 1000-series

have been aggregated and are designated by the notation IXXX. The main effects for the four

criteria were significant beyond the .001 level of significance (See Appendix M for details.). In

Figure 13, a pattern is noted. Work group IXXX compared to other work groups is high on all four

criteria. Work group 8XXX is highest for the criteria of Job Related Satisfaction and General

Organizational Climate, but low for Perceived Productivity and the lowest for Organizational

Communications Climate when compared to other work groups. Work groups 5XXX and 6XXX are

generally lower overall on the four criteria than are other work groups; however, for a given

criterion, work group 5XXX or 6X XX may be higher than another work grout. For example, work
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Table 3. Work Group Codes

Code Aggregated Work Group Ndea

1XXX Wing and Base Staff Agencies/Divisions
2XXX Operations Organizations (DCO)
3Y ',*X Resources Organizations (DCR)

4X XX M aintenance Organizations (D)CM)
5XXX Missile Wing and Support Agencies/Divisions
6X XX Security Police/C~ivil E ngineeringi owmmunications Organizations

7XXX Medical Services Organizations
BXXX Research Laboratories and Training Agencies
9XXXb Future use

aAggregated Work Group title includes all work groups within the given organizational work group title.
hNot tested.
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Fig u re 13. Work group codes.

group 6XXX is higher than work group 4XXX on General Organizational Climate. Work groups
2XXX, 3XXX, and 7XXX overall fall midway between the other work groups, with work group
4XXX having a slightly lower overall pattern than work groups 2XXX, 3XXX, and 7XXX.
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Analysis 14, Item 7, Highest Educational Level Obtained (Officers)

General. This analysis of the highest educational level obtained involved only officer
personnel. Since all officers entering service as of the early 196 0's were required to have a bachelor
degree, only response options 4 (bachelor degree) through 7 (doctoral degree) were analyzed. The
main effects for all four criteria were significant beyond the .001 level of significant. (See Appendix
N for details.) As Figure 14 indicates, those with a master degree (response 6) scored significantly
higher on all four criteria than those reporting they had some graduate work (response 5). Those
with a doctoral degree (response 7) were more satisfied with their jobs tLan all other respondents.
Doctoral degree respondents, however, perceived Productivity and General Organizational Climate
to be lower than did all other respondents.
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i.lgure 14. Highest educational level obtained (officers).

Analysis 15, Item 8, Highest Level of Pmfessional
Military Education Obtained (Officer)

This analysis of highest level of professional military education obtained involved only officer
personnel. The response categories which applied to officers were 0 (none or not applicable), 5
(Squadron Officers School), 6 (intermediate service school), and 7 (senior service school). The main
effects for the four criteria were significant beyond the .01 level of significance. (See Appendix 0 for
details.) Figure 15 indicates that, in general, the magnitude of the four criteria increases as the
professional military education level increases from the 0 (none or not applicable) response category
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Figure 15. Highest level of professional military education (officers).

to the 7 (senior service school) response category. For Organizational Communications Climate, the
only significant increase is in response option 7 (senior service school), which is higher than all other
response categories.

Analysis 16, Item 7, Highest Educational Level Obtained (Airman)

General. This analysis of the highest educational level obtained involved only enlisted
personnel which were identified as airmen on the OAP. Since airmen are more likely to he
concentrated in the lower educational response options, only responses I to 5 were tested. The means
tested for significant differences were those associated with responses 1,2, 3 and the pooled responses
for response options 4 (bachelor degree) and 5 (some :--,, ate work). Therefore, this analysis
involved testing for significant differences between four groups. Significant main effects were found
for General Organizational Climate (p <001) and Job Related Satisfaction (p <005). No significant~- main effects were found for the other two criteria. (See Appendix P for details.) Figure 16 indicates
that those individuals with a bachelor degree or some graduate work had significantly higher job
related satisfaction than did high school graduates or GED certified individuals. Also, those with
some college reported significantly higher General Organizational Climate and Job Satisfaction than
did those with only a high sehool diploma or GED certificate. No other response options differed
significantly from each other.
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Figure 16. Highest education level obtained (airmen).

Analysis 17, Item 8, Highest Level of Professional
Military Education Obtained (Airmen)

This analysis of the highest level of professional military education obtained involved only
airmen personnel. Only the response options which applied to airmen were analyzed. These were
responses, 0 (none or not applicable), I (NCO Orientation Course or USAF Supervisor Course-
NCO phase 1 or 2), 2 (NCO Leadership School-NCO phase 3), 3 (NCO Academy-phase 4), and 4
(Senior NCO Academy-phase 5). Significant main effects were found for all criteria except
Organizational Communications Climate (p <.001). (See Appendix Q for details.)

Figure 17 shows that for all criteria, except Organizational Communications Climate, which had
a non-significant main effect, as prof'!ssional military education increased, there was an increase in
the criteria. There wa5. however, no significant diffetence betveen response 0 (no professional
military education) and response 1 (NCO Orientation Course or USAF Supervisor Course-NCO
phase 1 or 2) on any criterion. Also, for the Perceived Productivity criterion, there was no
significant difference between response options 3 (NCO Academy-phase 4) and 4 (Senior NCO
Academy-Phase 5). With the e.ception of these non-significant response pairs, airmen who have
more professional military education are more job satisfied, perceive productivity to be higher, and
perceive the gene. .l organizational climate ts be better.
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Figure 1 7. Highest level of professional military education (airmen).

Analysis 18, Item 7, Highest Educational Level Obtained (Civlian)

General. This analysis of highest educational level obtained involved only civilian personnel.
Four educational levels wore tested for significnt differences. The response options associated with
these levels were resporn.e 2 (high schoo: graduate or GED), 3 (some college work), 4 (bachelor
degree), and the response options 5,6, cnd 7 pooled to form one educational level category (graduate
work), due to the small n associated with each of the separate response options. Significant main
effects were demonstrated for General Organizational Clbmate (p < .005), Organizatienal
Communications Climate (p <.001), and Perceived Productivity (p <.01). Significance was not
demonstrated for Job Related Satisfaction. (See Appendix R for details.) As Figure 18 indicates, the
major effect was for pooled responses 5, 6, and 7. rhe criterion of Job Related Satisfaction was not
significant for any of the educational levels. For General Organizational Climate, the pooledresponses 5,6, 7 (graduate work) were significantly higher than response 3 (some college work). The
pooled responsee 5, 6, 7 (graduate work) were significantly lower than all other response optIons for
the criterion of Organizational Communications Climate; also, response 3 (some college work) was
significantly lower than response 2 (high school graduate or GED) for this criterion. For ihe
Perceived Productivity criterion, the pooled responses 5, 6, 7 (graduate work) was significantly
lower than all other responsc options.
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Figure 18. Highest education level obtained (civilians).

Analysis 19, Item 1, Classification, by Item 2, Gmde

General. Analyses 19 through 22 are a series of two-way ANO% As. Analysis 19 was performed
on the total sample (n =4786) for classification by grade. As with the previous analyses, the n for a
given analysis will be less than 4786, since cases with missing data were excluded before performing
each anatysis. Significant interaction effects were found for all four criteria (p <.001). (See
Appendix S for details.)

As Figure 19 indicates, a number of relationships exist for classification and grade for the 'our
criteria. For General Organizational Climate, officers up to grade level g3 (6 and 7) perceive the
climate to be better than do airmen or civilians. Airmen in giade levels g, (1 to 3) and g2 (4 and 5)
perceive it to be poorer than does any other group. Also, overall, th1se in grade level g3 (6 and 7)
perceive the climate to be better than do other groups. For Organizational Communications Climate,
offirers and airmen in grades I to 3 perceived communications climate to be m orse than did civilians.
However, officers in grades 4 to 7 (g2 and g3 ) perceived commumcations cl,mate to be better than
did civilians and airmen. Airmen in giades 8 or 9 (g4 ) perceived communications climate to be
better than did officers or civilians. For Job Related Satisfaction, civilLans were more satisfied at all

levelA compared to airmen and officers: however, at grade level 6 and 7 (g3 ), officers and civilians
did not differ significantly from each other on this criterion. Generally, as grade increases so does
reported satisfaction. The major exception involves officers in grade group g4 (8+). For Perceived
Productivity, airmen in the lower grade groups g, (1 to 3) and g2 (4 and 5) perceived productivity to
be lower than did other groups. The highest perception is for officera -n grade groups g2 (4 and 5)
and g3 (6 and 7).
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Figure 19. Classification by grade for four criteria.

Analysis 20, Item 1, Classification, by Item 5, Race

In considering classification by race, significant interaction effects were found for General
Organizatonal Climate (p <.005), Job Related Satisfaction (p <.002), and Perceived Productivity V
(p <.001), only. (See Appendix T for details.) Figure 20 indicates for the four criteria a series of
significant differences. For General Organizational Climate, black and white (ra2 and ra3 ) officers
perceive the general climate to be better than did the "Other" group (ra 1). Airmen of all race groupsperceived the general climate to be worse than did all other groups, except officers belonging to race
group "Other" (ral)who also perceived he climate to be worse than did other groups. There were no
significant differences for classification and race groups using the criterion of Organizational
Communications Climate. For Job Related Satisfaction, the predominant difference is for civilians,

27



I'[

GENERAL ORGANIZATIONAL CLIMATE ORGANIZATIONAL COMMUNICATIONS CLIMATE

-1.0-

' I-- .6 -

A-

.2-
)Ik- , .,.----

0-

-- Officer - - - Officer

- Airman -Airman
--- --"Civilian -- 8- . . Civilian --

Other Black White Other biak wmite

ra1  (a2  ra3  rat ra2  ra3

JOB RELATED SATISFACTION PERCEIVED PRODUCTIVITY

.1.0-

-".6-

.2-

-0

-- Officer --
- Airman .6 --- Officer
.... Civilian -Airman

Civilian

-10-
Other Black White Other Black White

rI ra2  ra 3  ra1  ra2  ra3

Figure 20. Classification by Race for four criteria.

who are more satisfied than are officers or airmen. This pattern is statistically significant for whites

(ra 3 ) and those listed as "Other" (ra). For Perceived Productivity, white airmen perceived

productivity to be lower than did white officers or white civilians. Those officers and civilians listed

as belonging to the race group "Other" (ra 1 ) perceived productivity to be worse than did white

officers and civilians.

Analysis 21, Item 1, Classification, by Item 6, Sex

The only significant interaction effect found was for Perceived Productivity (p <.02). (See

Appendix U for details.) Figure 21 indicates a general pattern for all criteria, except O.ganizational

Communications Climate which had no significant differences. Officers and civilians scored higher
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Figure 2 1. Classification by sex for four criteria.

on their criterion responses than did airmen. That is, officers and civilians perceived the General
Organizational Climate and Productivity in their organizations to be better than did airmen. Also,
civilians were more satisfied with their jobs than were officers and airmen. Another interesting
difference, which was limited to civilians, was that males and females differed significantly in their
responses for all criteria except Organizational Communications Climate. Female civilians were
more satisfied with their jobs and perceived productivity to be higher than did male civilians. On the
other hand, male civilians perceived the General Organizational Climate to be better than did female
civilians.
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Analysis 22, Item 6, Sex, by Item 13, Communication

No significant interaction effects were observed for any of the criteria. (See Appendix V forL details.) Figure 22 indicates a general trend for the four criteria. Generally, as the amount of
n communications between workers increased, the reported criterion responses also increased. The

major exception was for the criterion of Organizational Communications Climate, where
communications and sex factors had non-significant main effects. For General Organizational
Climate, the significant differences were limited to males who scored higher as the amount of
communications increased from level cI to c, . For the Job Related Satisfaction criterion, males
scored higher on level c4 (almost continuous) than for any other communication level. Female
responses at levels c3 (very frequent) and c4 (almost continuous) were only significantly higher than
the pooled response options 1 and 2 (very little and little, cl). When Perceived Productivity was
used as the criterion, the mean criterion score for males increased with an increase in the amount of
communications between workers. For females, scores for group c4 were significantly higher than
for groups el and c2 . Although the main effect for sex was significant, no simple main effects for sex
at different levels of communication were found.

IV. SUMMARY

The major differences noted as a part of this research will not be summarized and discussed.
Tables 4 and 5 provide a summary of significant main effects for all one-way and two-way ANOVA.

The first difference noted was that those who had been in an organization (analysis 1) or in the
present job (analysis 2) more than 36 months scored higher on the criteria (except for
Organizational Communications Climate) than did other groups. Those individuals who had a
master or doctoral degree and those who were high schoe! non-graduates had higher reported Job
Satisfaction than did all other groups. Also, those with a master degree perceived the General
Organizational Climate to be better thai' did all other groups (analysis 3). One of the clearer
relationships dealt with supervision. Those who supervised larger numbers of people scored higher
on all criteria except Organizational Climate (analysis 4).

Those individuals who reported that their supervisor wrote their performance report scored
higher on all criteria than those reporting that their supervisor did not write their report (analysis 5).
When the number of people in a work group are considered, it appears that those working in a large
work group (six or more people) scored higher on all criteria except Organizational
Communications Climate than did the other groups. One other notable exception was that those
working alone also reported high Job Related Satisfaction, and those working as a small team
member reported the lowest satisfaction (analysis 6). Stability of work hours was also related to the
criteria. The most apparent difference was for Job Related Satisfaction where satisfaction decreased
as work hours became more unstable (analysis 7).

The use of work group meetings by supervisors to solve problems and establish goals and
objectives presented an interesting pattern. The responses for all four criteria increased as the
amount of time dedicated to the use of group meetings increased-the biggest increase being between
not using any meetings andl using them occasionally (analysis 8). The respondent's work schedule
was also related to all criteria, though less so to Organizational Communications Climate. Those on a
daily schedule only scored higher than other groups (analysis 9). For career intentions, all criteria
except Organizational Communications Climate covaried together. Those stating they planned to
stay in the Air Force or to retire in the next 12 months had the highest criterion ratings. On the other
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Table 4. Summary of One-way Analyses of Variance

Criteria

General Organizational Job
Organizational Communications Related Perceived

Description Analysis Climate Climate Satisfaction Productivity

Months in Organization I ** **
Months Experience in Job 2 *** ** *** **

Educational Level 3 *** *** *** *
People Supervised 4 *** **

Supervisor Writes
Performance Report 5 *** *** **
Work Group Size Group 6 **
Work Hour Stability 7
Grouip leetings Used 8 *** *** **
Work Schedule 9 *** ** ***
Career Intentions 10 *4 *** **
Major Command
(MAJCOM) I1 **

Oganizational Level 12
Work Group Codes 13 *** *** **

Educational Level-
Officers 14 *** *** **
P M E - O fficers I** * ** *

Educational Level-
Airmen 16 *
PME-Airmen 17 *** **

Educational Level-
Civilians 18 ** **

*p <.05.
**p <.01.

***p <.001.

Table 5. Summary of Two-way Analyses of Variance

C riteria

General Organizational Job
Organizational Communications Related Perceived

Analysis Factors Climate Climate Satisfction Productivity

19 1 **
Classification

Grade
20 I ** *** *

Classification
5*4* * 444

HIarc
21 I ** **

Classification

6 *4

Sex
22 6 *

13 **
Coln in [I iieation

*p <.03.
**p <.01.

4*p <.00l
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hand, those stating they may continue in the Air Force or marking the "other" category (which
contain those planning on leaving the service) scored the lowest ratings (analysis 10). For Major
Commands (MAJCOMs), commands C, D, and E had individuals who clearly were more dissatisfied
than commands A and B. Also Command D had lower criterion ratings than did the other
commands for all criteria, except Organizational Communications Climate (analysis 11). When
organizational level was considered, level 2 (M AJCOM and Separate Operating Agencies) had the
highest rating overall for the four criteria, and level 7 (Squadron) the lowest (analysis 12). For work
group codes, work group IXXX (Wing-Base) rated higher overall on the four criteria than did other
work groups. In terms of Job Related Satisfaction, work groups IXXX (Wing-Base) and 8XXX
(Research Laboratories and Training Agencies) rated the highest, while group 5XXX (missiles)
rated the lowest (analysis 13).

For officers, the clearest relationship associated with educational level was for the criterion of
Job Related Satisfaction. Those officers with master and doctoral degrees were more satisfied than
those with bachelor degrees or son graduate work (analysis 14). For airmen, those with a bachelor
degree or some graduate work, and those with some college work had significantly higher rated job
related satisfaction than did high school graduates or GED certified individuals (analysis 16). For
both officer and airmen, there were, for all criteria except Organizational Communications Climate,
increases in the criterion values as the level of professional military education increased. For airmen.
there was no significant difference between those with no professional military education and those
with the NCO Orientation Course or USAF Supervisor Course-NCO phase 1 or 2 (analyses 15 and
17) on any criterion.

Civilians with graduate work perceived the General Organizational Climate to be significantly
higher than did civilians who only had some college work. However, those civilians who had
graduate work perceived the Organizational Communication Climate and Perceived Productivity to
he lower than did all other response groups (analysis 18).

For the two-way ANOVA of classification (officer, airmen, civilian) by grade (grades I through
8 or more), with the exception of Organizational Communications Climate. the main effects
classification and grade and the interaction effects were significant. Officers at or below 0-7 perceived
the General Organizational Climate to be better than did airmen and civilians. Airmen in grades E-1
through E-5 perceived the General Organizational Climate to be worse than did any other group.
Civilians reported higher Job Related Satisfaction generally than did airmen or officers. Officers in
grades 04 through 0-7 rated Perceived Productivity higher than did any other group. while the
lower grade airmen (E-1 through E-5) rated Perceived Productivity worse than did other groups
(analysis 19). The two-way ANOVA of classification by race indicated that black and white officers
perceived the General Organizational Climate to be better than did officers in other groups. Airmen
of all race groups generally perceived the General Organizational Climate to be poorer than did
other groups. For Job Related Satisfaction, the predominant effect is for civilians, who are more
satisfied than officers and airmen. Black and white airmen also perceived work group productivity to
be lower than did black and white officers and civilians (analysis 20).

The two-way ANOVA of classification by sex had a significant main effect, limited to tihc
classification factor for all criteria, except Job Related Satisfaction. which had main effects
significant for both factors. The major difference was that officers and civilians generally perceived
Productivity to be higher and perceived the General Organizational Climate to be better than did
airmen. Civilians were more satisfied with their jobs. Also, female civilians were more satisfied with
their jobs and perceived Productivity to he higher than (lid male civilians. Male civilians., however.
perceived the (neral Organizational Climate to he better than did female civilians (analysis 21).
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For the two-way ANOVA, sex by communication, the general pattern for all four criteria was that as
the amount of communication between workers increased, the reported criterion responses also
increased. The major exception was for the criterion of Organizational Communications Climate, for
which the communications and sex factors had nonsignificant main effects.
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APPENDIX A: TOTAL MONTHS IN ORGANIZATION

The analysis of variance data for total months in the organization are provided in Table A-1,
and the Newman-Keuls Sequential Range Test results are presented in Table A-2.

General Organizational Climate. The analysis of variance indicated that the main effects
for total months in organization was significant (p <.001). Significant differences between means
within this factor were determined by the Newman-K euls Sequential Range Test. Response 7 (more
than 36 months) was significantly different from all other response options. No other significant
differences were found.

Organizational Communications Climate. The analysis of variance indicate a significant
(p <.01) main effect. The Newman-Keuls Test indicated significant differences exist between
combined responses 1 and 2 (less than 6 months) and all other responses. No other significant
differences were found.

Table A-i. Analysis of Variance Summary Table forTotal Months in Organization

Soume df MS F p

General Organizational Climate

Between Groups 5 9.3214 9.23 .001
Within Groups 4102 1.0098

Total 4108

Organizational Communications Climate

Between Groups 5 3.2125 3.12 .008
Within Groups 4102 1.0281

Total 4108

Job Related Satisfaction

Between Gr. ups 5 15.9297 13.60 .001
Within Groups 3873 1.1710

Total 3879

Perceived Productivity

Between Groups 5 10.9459 9.13 .001
Within Groups 4199 1.1991

Total 4205
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Table A-2. Newman-Keuls Sequential Range Test for Total Mouths in Organization

General Organizational Climate

Response Option 4 5 3 6 1-2
Group Number 3 4 2 5 1

5 4 .914
3 2 2.023 1.040
6 5 2.881 1.894 .922

1-2 1 3.767 2.845 2.006 1.157
7 6 7.948* 6.852* 6.291" 5.283* 3.525*

Organizational Communications Climate

Response Option 5 7 4 6 3
Group Number 4 6 3 5 2

7 6 .452
4 3 .428 .048
6 5 1.364 1.142 .909
3 2 2.218 2.169 1.767 .929

1-2 1 4.549* 4.868* 4.134* 3.516* 2.653

Job Related Satisfaction

Response Option 4 5 3 1-2 6
Group Number 3 4 2 1 5

5 4 1.509
3 2 2.074 .459

1-2 1 3.175 1.663 1.318
6 5 3.618 1.996 1.660 .215
7 6 9.666* 7.867* 8.092* 5.912* 6.254*

Perceived Pmductivity

Response Option 1-2 4 3 5 6
Group Number ! 3 2 4 5

4 3 .068
3 2 .507 .435
5 4 2.371 2.304 2.027
6 5 2.635 2.562 2.295 .084
7 6 7.125* 7.046* 7.206* 4.295* 4.656*

" " * p <05.

Job .Related Satisfaction. The analysis of variance indicated a significant (p <.001) main
effect. The Newman-Keuls Test indicated significant differences were found between response 7
(more than 36 months) and all other responses. No other significant differences were found.

Perceived Productivity. The analysis of variance indicated a significant (p <.001) main
effect. The Newman-Keuls Test indicated significant differences between response 7, and all other
responses. No other significant differences were found..
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APPENDIX B: TOTAL MONTHS EXPERIENCE IN PRESENT JOB

4 'The analysis of variance data for the total months of experience in present job are provided in
Table B-i, and the Newman-Keuls Sequential Range Test results are presented in Table B-2.

General Organizational Climate. The analysis of variance indicated a significant (p <001)
main effect. The Newman-Keuls 'rest indicated significant differences existed between response 7
(more than 36 months) and response 5 more than 24 months, less than 36 months). Also, significant
differences existed between combined responses i and 2 (less than 1 month; and more than 1 month,
lcss than 6 months), and responses . (rore than 18 months, less than 24 months) and 6 (more than
24 months, less than 36 months).

Organizational Communications Climate. The analysis of variance indicated a significant
(p <001) main effect. The Newman-K euls Test indicated significant differences between combined
responses I and 2 (less than 1 month; and more than I month, less than 6 months), and all other
response options.

Table B-i. Analysis of Variance Summary Table forTotal Months
Experience in Present Job

Soume df MS F p

General Organizational Climate

Between Groups 5 6.3184 6.23 .001
Within Groups 4102 1.0135

Total 4108

Organizational Communications Climate

Between Groups 5 5.4212 5.29 .001
Within Groups 4102 1.025d.

Total 4108

Job Related Satisfaction

Between Groups 5 5.2201 4.41 .001
Within Groups 3873 1.1848

Total 3879

Perceived Productivity

Between Groups 5 4.0623 3.36 .005
Within Groups 4199 1.2073

Total 4205
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Table B-2. Newman-Keuls Sequential Range Test forTotal Months
Experience m Present Job

General Organizational Climate

Response Option 5 6 4 3 1-2
Group Number 4 5 3 2 1

6 5 .170
4 3 1.998 1.984
3 2 2.871 2.951 .769

1-2 1 4.129* 4.310* 2.128 1.488
7 6 5.742* 6.246* 3483* 2.902* 1.038

Organizational Communications Climate

Response Option 7 4 3 5 6
Group Number 6 3 2 4 5

4 3 1.380
3 2 2.091 .435
5 4 1.948 .523 .138
6 5 2.759 1.014 .635 .434

1-2 1 7.196* 4.568* 4.466* 3.871" 3.745*

SJob Related Satisfaction

Response Option 4 6 5 3 1-2

* Group Number 3 5 4 2 1
6 5 .196
5 4 .262 .083
3 2 1.364 1.230 1.044

1-2 1 1.777 1.667 1.454 .486
7 6 4.735* 4.856* 4.238* 3.557* 2.838*

Perceived Productivity

Response Option 5 6 1-2 3 4
Group Number 4 5 1 2 3

6 5 .258
1-2 1 .289 .035
3 2 .490 .248 .211
4 3 .809 .609 .572 .387
7 6 3.803* 3.957* 3.883* 3.792* 2.947*

* p <.05.

Job Related Satisfa, ion. The analysis of variance indicated a significant (p <.001) main
effect. The Newmai-Keuls Test indicated significant differences between response 7 (more than 36
months) and all other response optious.

Perceived Productivity. The analysis of variance indicated a significant (p <.005) main
k-ffect. The Newman-K euls Test indicated significant differences between responae 7 (more than 36
months) and all other response options except for response option 5 (more than 18 months, less
than 24 months).
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j APPENDIX C: HIGH EST' EDUCATIONAL LEVEL OBTAINED

' % The analysis of variance data; for highest educational level obtained are provided in 'rable C-1,
and the Newnman-Keuls Sequential Range Test resultb are presented in Table C-2.

General Organizational Climate. The analsis of variance indicated a significant (p <.001)
main effect. The Newman-Kculs Test indicated iignificant differences between response 2 (high
school graduate or GED) and all other responses; also between response option 3 (some college
work) and all other responses. In addition, response 6 (master degree) also differed significantly
from responses 4 (bachelor degree) and 5 (some graduate work).

Organizational Commn unications Climate. The analysis of variance indicated a significant
(p <001) main effect. The Newman-Keuls Test indicated significant differences between response 7,
(doctoral degree) and all other response options. Also. responses 2 (high school and GED) and 3
(some college work) differed significantly.

Table C-I. Analysis of Variance SummaryTalbie for Highest
Educational Level Obtained

Source df MS F p

General Organizational Climate

Between Groups 6 32.0869 32.93 .001
Within Groups 4101 .9745

Total 4108

Organizational Communications Climate

Between Groups 6 6.2063 6.07 X01
Within Groups 4101 1.0232

Total 4108

Job Related Satisfaction

Between Groups 6 7.8822 6.68 .001
Within Groups 3872 1.1797 A

Total 3879

Peireived Pmductivity

Between Groups 6 12.4350 10.41 .001
Within Groups U98 1.1047

Total 4205
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Table C-2. Newman-Keuls Sequential Range Test for Your
Highet Educational Level

General Organizational Climate

Response Option 2 3 1 5 4 7
Group Number 2 3 1 5 4 7

3 3 4.741*
1 1 4.062* 2.803*
5 5 8.457* 5.919* .134
4 4 11.926' 8.957" .973 1.467
7 7 6.848* 5.515" 1.784 2.187 1.379
6 6 15.528* 12.823* 3.010 4.884* 3.817* .803

Organizational Communications Climate

Response Option . 5 3 2 4 6
Group Number 7 5 3 2 4 6

5 5 5.931"
3 3 6.867* .710
2 2 7.699* 2.284 2.951*
4 4 7.333* 2.033 2.026 .197
6 6 7.283* 2.063 2.01? .355 .143
1 1 6.396* 2.302 2.144 1.363 1.212 1.115

Job Related Satisfaction

Response Option 2 5 4 3 6 1
Group Number 2 5 4 3 6 I

5 5 .181
4 4 2.204 1.411
3 3 4.532' 2.246 .655
6 6 6.069* 4.386* 3.357* 3.497*
i 1 4.207* 3.846 3.206 3.093 1.480
7 7 5.235* 4.696* 4.014' 3.954* 2.041 .268

Perceived Productivity

Response Option 7 2 5 1 3 4
Group Number 7 2 5 1 3 4

2 2 2.333
5 5 2.400 .565
1 1 2.108 .626 .311
3 3 3.135 2.861 .956 .147
4 4 5.049* 6.714" 4.285* 2.161 4.913'*
6 6 6.374* 9.146* 6.356* 3.500 7.517' 2.517

'p <.05.

Job Related Satisfaction. The analysis of variance indicated a significant (p <.001) main
effect. The Newman-Keuls Test indicated significant differences between response 2 (high school
graduate or GED) and response 3 (some college work). Response 6 (master degree) and response 7
(doctoral degree) differed significantly from responses 2, 3, 4, 5 (some college work-some graduate
work). Response 1 (high school non-graduate) differed significantly from response 2 (high school
graduate or GED).

Perceived Productivity. The analysis of variance indicated a significant (p <.001) main
effect. The Newman-Keuls Sequential Range Test indicated response 4 (bachelor degree) and
response 6 (master degree) each differed significantly from responses 2, 3, 5, and 7.

40
A UA

_ _._._._.__._._. .4.~ hi 4



APPENDIX D: NUMBER OF PEOPLE DIRECTLY SUPERVISED

The analysis of variance data for number of people directly supervised are provided in Table D-
1, and the Newman-Keuls Sequential Range Test results are presented in Table D-2.

General Organizational Climate. The analysis of variance indicated a significant (p <001)
main effect. The Newman-K euls Sequential Range Trest indicated significant differences between all
pairs of means except for responses 2 (1 to 2 people) and 3 (3 to 5 people) which were not.
significant.

Organizational Communications Climate. The analysis of variance showed that the main
effect was not significant.

Job Related Satisfaction. The analysis of variance indicated a significant (p <01) main
effect. The Newman-Keuls Sequential Range Test indicated a significant difference between
response 1 (none) and the combined responses 4, 5, 6, and 7 (6 to 21 or more).

Table D-1. Analysis of Variance Summary Table forNumber
of People You Directly Supervise

Source cif MS F p

General Organizational Climate

Between Groups 3 50.3169 51.14 .001
Within Groups 4104 .9839

Total 4108

Organizational Communications Climate

Between Groups 3 1.6211 1.57 .194
Within Groups 4104 1.0303

Total 4108

Job Related Satisfa~ction

Between Groups 3 4.9845 4.20 .006
Within Groups 3875 1.1871

Total 3879

Pern eived Productivity

Between Groups 3 37.4730 31.63 .001
Within Groups 4201 1.1947

Total 4205
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Table D-2. Newman-Keuls Sequential Range Test for Number

People You Directly Supervise

General Organizational Climate

Response Option 1 2 3
Group Number 1 2 3

2 2 7.357*
3 3 11.553* 2.677

4-7 4 14.440* 5.691* 3.323*

Job Related Satisfaction

Response Option 1 3 2
Group Number 1 3 2

3 3 2.165
2 2 3.061 .847

4-7 4 4.278* 1.902 1.030

Perceived Productivity

Response Option 1 2 3
Group Number 1 2 3

2 2 3.882*
3 3 9.995* 4.379*

4-7 4 11.048* 5.677* 1.602

*p <.05.

Perceived Productivity. The analysis of variance indicated a significant (p <.001) main
effect. The Newman-Keuls Sequential Range Test indicated all pairs were significantly different
except for response 3 (3 to 5 people) and the combined responses 4, 5, 6, and 7 (6 to 21 or more).
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APPENDIX E: SUPERVISOR ACTUALLY WRITES PERFORMANCE REPORTS

The analysis of variance data based on whether the supervisor actually writes the performance
reports are provided in Table E-1, and the Newman-Keuls Sequential Range Test results are
presented in Table E-2.

Table E-1. Analysis of Variance Summary Table for Whether
Supervisor Writes Performance Reports

Sounc df MS F p

General Organizational Climate

Between Groups 1 J45.8785 148.42 .001
Within Groups .1097 .9829

Total 4099

Organizational Communications Climate

Between Groups 1 14.4293 14.07 .001
Within Groups 4097 1.0259

Total 4099

Job Related Satisfaction

letween Groups 1 156.4303 136.19 .001
Within Groups 3869 1.1486

Total 3871

Perceived Productivity

Between Groups 1 106.8759 90.25 .001
Within Groups 4195 1.1843

Total 4197

Table E-2. Newman-Keuls Sequential Range Test for
Whether Supervisor Actually Writes Performance Reports

General Organizational Climate

Response Option 2
Group Number 2

11 17.229*

Organizational Communications Climate

Response Option 2
Group Number 2

I I 5.304*

Job Related Satisfaction

Response Option 2
Group Number 2

I I 16.504*

Peneived Productivity

Response Optior. 2
Group Number 2

I 13.135"

*p <.05.
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APPENDIX F: SIZE OF WORK GROUP

The analysis of variance data for size of work group are provided in Table F-i, and the Newman-
Keuls Sequential Range Test results are presented in Table F-2.

General Organizational Climate (n = 3860). The analysis of variance indicated a
significant (p <.001) main effect. The Newman-Keuls Sequential Range Test indicated significant
differences between response 4 (as a large group team member) and all other response options.

Organizational Cow m unications Clim ate (n =3860). The analysis of variance showed no
significant main effect.

Job Related Satisfaction (n =3647). The analysis of variance indicated a significant (p <
.001) main effect. The Newman-Keuls Sequential Range Test indicated significant differences
between all pairs of means except for responses 1 (alone) and 4 (as a large group team member).

Table F-I. Analysis of Variance Summary Table for Size of Work Group

Soure df MS F p

General Organizational Climate

Between Groups 3 23.1531 23.07 .001
Within Groups 3856 1.0036

Total 3860

Organizational Communications Climate

Between Groups 3 1.7501 1.70 .165
Within Groups 3856 1.0299

Total 3860

Job Related Satisfaction

Between Groups 3 30.2389 26.21 .001
Within Groups 3643 1.1536

Total 3647

Perceived Productivity

Between Groups 3 24.8827 21.03 .001
Within Groups 3955 1.1835

Total 3959

%
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Table F-2. Newman-Keuls Sequential Range Test for Work Group Size

General Organizational Climate

Response Option 1 2 3
Group Number 1 2 3

2 2 .458
3 3 .955 .672
4 4 8.881* 10.653* 9.682*

Job Related Satisfaction

Response Option 3 2 1
Group Number 3 2 1

2 2 7.846*
1 1 9.354* 3.442*
4 4 11.083* 4.471* .448

Perceived Productivity

Response Option 1 2 3
Group Number 1 2 3

2 2 .684
3 3 3.252 3.417*
4 4 8.888* 10.431* 7.094*

* p<.05.

Perceived Productivity (n =3959). The analysis of variance indicated a significant (p <
.001) main effect. The Newman-Keuls Sequential Range Test indicated significant differences
between response 4 (as a large group team member) and all other response options. Also, response 2
(with one or two people) differed significantly from response 3 (as a small group team member).

t54

i7



APPENDIX G: STABILITY OF WORK HOURS

The analysis of variance data for stability of work hours are provided in Table G-1, and the
Newman-Keuls Sequential Range Test results are presented in Table G-2.

Perceived Productivity (n =4205). The analysis of variance indicated a significant (p <
.001) main effect. The Newman-Keuls Sequential Range Test indicated significant differences
between response 3 (moderately stable) and all other response options. In addition, response 4
(slightly unstable) differed significantly from responses 1 (highly stable) and 2 (very stable).

Table G-1. Analysis of Variance Summary Table forStabilty of Work Hours

f? Source df MS F p

General Organizational Climate

Between Groups 4 18.3148 18.26 .001
Within Groups 4103 1.0031

Total 4108

Organizational Communications Climate

Between Groups 4 3.6688 3.57 .007
Within Groups 4103 1.0282

Total 4108

Job Related Satisfaction

Between Groups 4 154.0627 149.26 .001
Within Groups 3874 1.0322

Total 3879

Perceived Productivity

Between Groups 4 10.9659 9.13 .001
Within Groups 4200 1.2014

Total 4205

I :4
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Table G -2. Newman-Keuls Sequential Range Test for Stability of Work Hours

General Organizational Climate

Response Option 3 5 4 1
Group Number 3 5 4 1

55 1.119
4 4 3.980* 2.811*
1 1 6.746* 5.339* 2.124

*2 2 .10.310* 8.857* 5.739* 4.531*

Organizational Communications Climate

Response Option 5 4 2 3
Gru ubr5 4 2 3

4 4 .656
2 2 .4541.735

3 3 3.081 2.469 1.142
1 1 4.523* 3.848* 2.618 .941

Job Related Satisfacetion

Response Option 5 4 3 2
Group Number 5 4 3 2

44 5.010*
3 3 9.575* 4.573*
2 2 24.290* 18.707* 13.544*
1. 1 27.638* 22.085* 16.942* 4.173*

Perceived Productivity

Response Option 3 4 5 1
Group Number 3 4 5 1

4 4 2.812*
5 5 4.368* 1.595
1 1 7.141* 3.833* 1.899
2 2 7.529* 4.228* 2.290 .508

*p <05.
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APPENDIX H: EXTENT THAT WORK GROUP MEETINGS ARE USED TO
SOLVE PROBLEMS AND ESTABLISH GOALS AND OBJECTIVES

The analysisof varianceda'q for the effect of group meetings are provided in Table H-I, and the
significant Newman-Keuls Sequential Range Test results are presented in Table H-2.

Tests were significant for all pairs of means except for two criteria, each of which had one pair
that was not significant. The nonsignificant differences were between Organizational
Communications Climte response 2 (occasionally) and response 3 (about half the time); and
between Job Related Satisfaction response 3 (about half the time) and response 4 (almost totally).

Table H-1. Analysis of Variance Summary Table for Extent to Which Group
Meetings are Used to Solve Problems and Establish Goals and Orjectives

Source df MS F p
ri

General Organizational Climate

Between Groups 3 138.4499 150.78 .001
Within Groups 4091 .9182

Total 4095

Organizational Communications Climate

Between Groups 3 22.7280 22.38 .001
Within Groups 4091 1.0153

Total 4095

Job Related Satisfaction

Between Groups 3 52.1367 45.29 .001
Within Groups 3864 1.1512

Total 379

Perceived Pmductivity

Between Groups 3 118.6356 105.69 .001
Within Groups 4188 1.1225

Total 4192

484
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Table H-2. Newman-Keuks Sequenial Range Test for Extent to Which Group I
Meetings Used to Solve Problems and Establish Goals and Objectives

General Osganizationol Climate

Response Option 1 2 3
Group Number 1 2 3

2 2 22.399*
3 3 25.180" 7.855
4 4 26.415* 11.051 3.674*

Organizational Commuirations Climate

Response Option 1 3 2
Group Number 1 3 2

2 2 8.145
3 3 8.524* 2.071
4 4 10.970* 5.638* 3.324*

Job Related Satisfaction

Response Option 1 2 3
Group Number 1 2 3

2 2 12.902*
3 3 13.389* 3.157*
4 4 14.549* 5.571* 2.445

Perceived 'Aroductivity

Response Option 1 2 3
Group Number 1 2 3

2 2 18.010'
3 3 20.7101 6.858*
4 4 22.476* 10.322' 3.793*

'p <.05.
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APPENDIX I: WORK SCHEDULE

The analysis of variance data for work schedules are provided in Table I-1, and the Newman-
Keuls Sequential Range Test results are presented in Table 1-2.

General Organizational Climate (n = 3849). The analysis of variance indicated a
significant (p <.001) main effect. The Newman-Keuls Sequential Range Test indicated significant
differences between the combined responses 2 and 3 (swing shift and night shift), and all other
response options. Also, response option 5 (daily work) was significantly different from all other
responses. Response 6 (crew schedule) also differed significantly from responses 2 and 3 combined,
and response 4 (day and night shift).

Organizational Communications Climate (n =384 9). The analysis of variance indicated
a significant (p <.01) main effect. The Newman-Keuls Sequential Range Test indicated significant
differences existed between response 6 and the combined responses 2 and 3, and response 4.

Table I-1. Analysis of Variance Summary Table for Work Schedule

Souce df MS F p

General Organizational Climate

Between Groups 4 52.4056 54.36 .001
Within Groups 3844 .9641

Total 3849

Organizational Communications Climate

Between Groups 4 3.2685 3.19 .013
Within Groups 3844 1.0257

Total 3849

Job Related Satisfaetion

Between Groups 4 164.7165 164.38 .001
Within Groups 3624 1.0021

Total 3629

Perceived Pmductivity

Between Groups 4 20.4604 17.28 .001
Within Groups 3937 1.1843

Total 3942
50



Table 1-2. NeWniAn-Keuls Sequential Range Test for Wor~k Schedule

General Organizational Climate

Response Option 2-3 4 1 6
Group Number 2 3 1 5

4 3 4.659*
n1 1 7.674* 2.277

6 5 8.978* 4.012* 2.311
5 4 17.173* 11.348* 12.008* 7.451*

Oiganizationsl Communications Climate

Response Option 4 2-3 1 5
Group Number 3qc2 1 4

2-3 2 .334
1 1 1.9li0 1.490 .9
5 4 2.86 1 2.372 .9

6 5 4.326* 3.908* 3.100 2.734

Job Related Satisfaction

11esponse Option 6 4 2-3 1
Group Number 5 3 21

4 3 2.745 1
2-3 2 2.728 .007

1111.551* 7.269* 7.188*
5 4 28.260* 290.836* 20.567* 17.415*

Perceived Productivity

Response Option 2-3 4 6 1I

4 3 .911
6 5 2.955 1.981

113.907* 2.855 .782
548.7 10* 7.580* 5.978* 6.080*

*r <0..

Job Related Satisfaction (n -3629). The analysis of variance indicated a significant (p <I
.001) main effect. The Newnian-Keuls Sequential Test indicated that response 5 (daily work)

4. response I (day shift work) differed significantly fronm all other response options.

Perceived Productivity (n =3942). 'rhe analysis of variance indicated a significant (p) <
.001) main effect The Newman-Keuls Sequential Range Test indicated significant differences
existedl between responses 5 and all other response options. Also, response I and the combined
responses 2 and 3 differed significantly from each other.
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APPENDIX 1: P ESCRIPTION OF CAREER INTENTIONS

The analysis of var;ance data for career intentions, in regard to the Air Force, are provided in
Table J-1, and the Neman-Keuls Sequential Range Test results are presented in Table J-2.

General Organizational Climote (n = 4093). The analysis of variance indicated a
significant (p <.001) main effect. The Newman'oKeuls Sequential Range Test indicated significaht
differences between all pairs of response means.

Organizational Comm unicetions Climate (N =4093). The analysis of variance indicated

a significant main effect (p <.01). The Newman-Keuls Sequential Range Test indicated a significant
difference only between response 1 (to continue in the Air Force) and response 5 (other).

Job Related Satisfaction (n =3864). The analysis of variance indicated significant (p <
.001) main effects. The Newman-Keuls Sequential Range Test indicated significant differences
between all response options except between response 2 (will most likely continue in the Air Force)
and response 4 (planning to cetire in the next 12 months).

Table .1-1. Analysis of Variance Summary Table for Career Intentions
(Air Force)

Sourre df MS F p

General Organizational Climate

Between Groups 4 117.5633 129.95 .001
Within Groups 4088 .9047

Total 4093

Organizational Communications Climate

Between Groups 4 4.6296 4.50 .01
Within Groups 4088 1.0279

Total 4093

Job Related Satisfaction

Between Groups 4 114.9263 107.28 .001
Within Groups 3859 1.0713

Total 3864

Perceived Productivity

Betweei. Groups 4 67.2693 58.94 .001
Within Groups 4184 1.1412

Total 41,9
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Table J-2. Newman-Keuls Sequential Range Test for Career Intentions

General Organizational Climate

Response Option 5 3 2 4
Group Number 5 3 2 4

3 3 7.532*
2 2 13.527* 6.859*
4 4 13.183* 8.298* 3.046*
1 1 30.119* 21.129* 10.498* 4.056*

Organizational Communications Climate

Response Option 5 4 2 3
Group Number 5 4 2 3

4 4 .118
2 2 1.529 .939
3 3 2.900 1.729 .988
1 1 5.574* 3.162 2.990 2.248

Job Related Satisfaction

Response Option 5 3 2 4
Group Number 5 3 2 4

3 3 4.317*
22 9.577* 5.680*
44 8.674* 5.842* 1.572
11 26.635* 21.224* 12.078* 6.771*

Perceived Productivity

Response Option 5 3 2 4
Group N untber 5 3 2 4

3 3 2.849*
2 2 7.120* 4.576*

448.547* 6.672* 3.093*
1119.378* 15.827* 8.473* 2.582

*r <05.]

Perceived P~roductivity (n =4189). The analysis of variance indicated a significant (p <
.001) main effect. The Newman-Keis Sequential Range Test indicated significant differences
between all response pairs except between response I (to continue in the Air Force) and response 4

1 ~ (planning to retire in the next 12 months).



-- 7,

APPENDIX K: MAJOR COMMAND

The analysis of variance data for the effect of the major command (M AJCOM) to which the

respondent was assigned are provided in Table K-I, and the N ewman-K culs Sequential Range Test
results are presented in Table K-2. The MAJCOMs are labelled A to E to preserve their anonymity.

General Organizational Clim ate (n =3901). For the criterion of General Organizational
Climate, the analysis of variance indicated a significant (p <.001) main effect. The Newman-Keus
Sequential Range Test indicated significant differences between command A and commands D and
E, between command B and commands D and E, and between commands D and E.

Organizational Corn in unications Climate (n =3901). The analysis of variance indicated
a significant main effects (p <001). The Newman-Keuls Sequential Range Test indicated significant
differences between all command pairs except between commands D and E.

Table K-I. Analysis of Variance Summary Table forMajorCommand (MAJCOM)

Sourre df MS F p

General Organizational Climate

letween Groups 4 17.2258 17.07 .001
Within Groups 3896 1.0089

Total 3901

Organizational Communications Climate

Between Groups 4 18.9081 18.71 .001
Within Groups 3896 1.0104

Total 3901

Job Related Satisfaction

Between Groups 4 108.2592 102.84 .001
Within Groups 3679 1.0527

Total 3684

Perceived Productivity

Between Groups 4 10.0853 8.42 .001
Within Groups 3989 1.1977

Total 3994
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Table K -2. Newman-Keuls Sequential Range Test for Major Command (MAJCOM)

General Organizational Climate
SResponse Option D E B A

Group Number 5 6 2 1

E 6 2.954*

08.463* 8.283*A 1 8.094* 7.457* .404

C It 2.342 1.849 .766 .696

Organizational Communications Climate

Response Option A D E B
Group Number 1 5 6 2

D 5 5.634*
E 6 8.391 * .772
B 2 11.470* 4.196* 5.033*
C 4 5.348* 4.182* 4.086* 3.421*

Job Related Satisfaction

Response Option D C E B
Group Number 5 4 6 2

C 4 1.039
E 6 10.478* .642
B 2 21.660* 2.739 17.294*
A 1 22.831* 3.325 18.592* 3.717*

Perceived Pmductivity

Response Option D A E C
Group N um ber 5 1 6 4

A 1 3.483*
E 6 4.343* .234
C 4 .958 .254 .220
B 2 7.837* 4.33* 5.545* .495

*<05.

Job Related Satisfaction (n =3684). The analysis of variance indicated a significant (p <
.001) main effect. 'rhe Newman-Keuls Sequential Range Test was significant for all command pairs
except that command C did not differ significantly from any other command.

Perceived Productivity (n =3994). The analysis of variance indicated a significant (p <
.00l) main effect. The Newman-K euls Sequential Range Test indicated significant differences
between comnma,•1 1) and commands A. B and E. Also, command B differed significantly from
commands A, D and E.

xJ
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APPENDIX L: ORGANIZATIONAL LEVEL

The analysis of variance data for the organizational level of the respondents are provided in
"rable L-I. the Newman-Keuls Sequential Range Test results are presented in Table L-2. The
organizational level codes are given in Table 2 of main text.

General Organizational Climate (n =4108). The Newman-Keuls Sequential Range Test
indicated that for those levels tested (responses 2, 5, 6, 7 and 8) there were significant differences
between all pairs. except for levels 5 and 8, which did not differ significantly from each other.

Organizational Communications Climate (n = 4108). The Newman-Keuls Sequential
H ange Test indicated significant differences between all organizational levels except between levels 5
and 6: an(] between level 6 and level 7.

Job Related Satisfaction (n =38 79). The Newman-Keuls Sequential Range Test indicated
lia significant differences existed between all organizational levels except between levels 5 and 6.

Perceived Productivity (n =4205). The Newman-Keuls Sequential Range Test indicated
.ignilicant differences existed between all organizational levels except for levels 7 and 8.

Table L-I. Analysis of Variance Summary Table for Organizational Level

'1111-.If MS 4

General Organizational Climate
1l-Nleen Groups 7 29.1676 30.01 .001
\ihin Groups 4100 .9719Total 4108

Organizational Communications Climate

Ihtween (;roups 7 10.0091 9.86 .001
Within ;roups 4100 1.0154

Tolai 4108

Job Related Satisfaction

Between Groups 6 80.0351 74.95 .001 4444
A i hin (;roup s 3872 1.0678 4,

'l'otal 3870

Perceived Productivity

It' t ,eeIn G roIups 7 17.8208 15.06 .001
\ ithin (roup. 4197 1.1830

Total 4205
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Tab!e L-2. Newman-Keuls Sequential Range Test
for Organizational Level

General Organizational Climate

I esponse Option 7 6 5 8
Group Number 4 3 2 5

6 3 7.802*
5 2 11.048* 3.434*
8 5 12.523* 5.627* 2.381
2 1 14.073* 9.323* 6.849* 4.858*

Organizational Communications Climate

Response Option 8 6 7 5
Group Number 5 3 4 2

6 3 6.304*
7 4 7.434* .174
5 2 8.064* 2.473 2.824*
2 1 10.940* 7.203* 7.651* 5.406*

Job Related Satisfaction

Response Option 7 5 6 8
Group Number 4 2 3 5

5 2 13.563*
6 3 18.746* 2.748
8 5 17.768* 5.174* 2.986*
2 1 19.061" 10.061* 8.526* 5.835*

Perceived Productivity

I esponse Option 7 8 6 5
Group Number 4 5 3 2

8 5 .268
6 3 6.041* 3.789*
5 2 9.057* 6.177* 3.021*
2 1 10.909* 9.247* 7.188* 5.048*

v I



APPENDIX M: WORK GROUP CODES

'rile analysis of variance data for the four criteria are provided in, rable M-l. 'rle N ewnllan-
Keuls Sequential Range 'rests involved eight work group levels. Discussing all significant lpair
combinations for the four criteria becomes rather awkward. Review of the Newman-Keuls
Sequential 1R ange rPest results in Tabie M -2 provides all significant relationships. rile work group
codes are lab~eled in, rable 3 in main text.

TFable Ml-i. Analysis of Variance Summiary Table for Work Gmup Codes

df MIS p

General Organizational Climate

Between Groups 7 33.4959 34.73 .001
Within Groups 4100 .9645

4 Total 4108

Organizational Communications Climate

Between Groups 7 24.5087 24.74 .001
Within Groups 4100 .9907

TPotal 4108

Job Related Satisfaction

Between Groups 7 69.7137 65.39 .001
Within Groups 3871 1.0661

Tlotal 3879

Perceived Pirductivity

Between G;roupls 7 21.3048 18.10 .0014
Within Groups 4197 1.1772

Total 4205
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Table M-2. Newman-Keuls Sequential Range Test for Work Group Codes

General Organizational Climate

lRespon-c Option 4 5 3 6 2 7 8
Group Num-

ber 4 5 3 6 2 7 8
5 5 .837
3 3 2.639 1.453
6 6 4.842* 3.119 1.598

22 12.700* 8.701* 6.983* 5.474*
7 7 8.559* 7.197* 6.0914 ..033* 1.534
8 8 10.958* 8.903* 7.619* 6.455* 2.494 .522

1I 17.329' 12.489* 10.780* 9.456* 4.554' 1.355 .873

Organizational Communications Climate

Response option 8 6 4 5 2 3 7

er~ 8 6 4 5 2 3 7
6 6 8.053*

44 12.191* 4.043*
5 5 11.658* t.567* 1.720
2 2 14.735* 7.972* 5.848* 2.838*
3 3 14.080* 7.586* 5.453* 3.010 .512
7 7 11.186* 5.557' 3.609 2.245 .393 .032

11 15.531' 9.097' 7.307' 4.107* 1.523 .847 .571

Job Related Satisfiction

Rlesponse Option 5 2 4 6 3 7
Group Numi-

ber 5 2 46 3 7
2 2 7.502'

4It 10.153* 1.924
6 6 10.758* 4.3060 3.253'
3 3 14.495' 8.529' 8.053' 3.943'
7 7 12.484' 8.0)08* 7.429' 4.907' 2.073

11 24.1 16* 18.922* 20.193' 12.977* 8.617' 3.875'
8 8 18.923' 14.289' 14.175' 10.376' 7.105' 3.741' .527

Peureived Productivity

Response Option 6 8 45 3 7 2
Group Nuan-

ber 6 8 4 5 3 7 2
8 8 2.932*
4 4 8.123* 2.651
5 5 6.491' 2.369 .111
3 3 8.685' 4.193' 2.891 2.224
7 7 6.634' 3.621 2.258 1.966 .343

22 10.567* 5.187' 4.612' 3.339 .858 .236
1 14.496* 8.471' 9.859' 7.433' 4.985' 3.170 4.687*

'p <05.
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APPENDIX N: HIGHEST EDUCATIONAL LEVEL OBTAINED (OFFICERS)

The analysis of variance data for the highest educational level obtained by the officers in this
study are provided in Table N-l, and the significant Newman-Keuls Sequential Range Tests are
presented in Table N-2.

General Organizational Climate (n = 712). The Newman-Keuls Sequential Range Test
indicated significant differences between responses 4 (bachelor degree) and 5 (some graduate work);
and between responses 5 (some graduate work) and 6 (master degree).

Organizational Communications Climate (n = 712). The Newman-Keuls Sequential
Range Test indicated significant differences between response option 7 (doctoral degree), and
responses 4 (bachelor degree), 5 (some graduate work) and 6 (master degree).

Job Related Satisfaction (n =686). The Newman-Keuls Sequential Range Test indicated
significant differences between response option 5 (some graduate work) and response 6 (master
degree) and 7 (doctoral degree). Also, significant differences exist between response option 4
(bachelor degree) and responses 6 and 7.

Table N-i. Analysis of Variance Summary Table for Highest
Educational Level Obtained (Officers)

Soume df MS F p

General Organizational Climate

Between Groups 3 4.4061 5.11 .001
Within Groups 708 .8628

Total 712

Organizational Communications Climate

Between Groups 3 6.0289 6.42 .001
Within Groups 708 .9388

Total 712

Job Related Satisfaction

Between Groups 3 12.3096 8.80 .001
Within Groups 682 1.3991

Total 686

Perceived Productivity

Between Groups 3 8.9439 9.91 .001
Within Groups 718 .9025

Total 722
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Table N-2. Newman-Keuls Sequential Range Test for Educational Level (Officers)

General Organizational Climate

Itesponse Option 5 4 7
Group Number 2 1 4

4 1 2.777*
7 4 1.946 .447
6 3 5.499* 2.996 1.076

Organizational Communications Climate

Ilesponse Option 7 5 4
Group Number 4 21

5 2 5.007*
.1 1 5.648* .907
6 3 6.137* 1.784 .965

Job Related Satisfatidon

Rlesponse Option 5 4 6
Group Number 2 1 3

4 1 1.4901
6 3 5.726* 4.678*
7 4 5.015* 4.326* 1.962

Pemeived Pmductivity

H espo nse Option 7 5 4
Group Number 4 2

52 2.086
It 1 3.809* 2.954*
6 3 5.73 1* 6.350* 3.786*

*10 <05.

Perceived Productivity (n 722). The Newman-K euls Sequential Range Test indicated
.igniificaint differences between response option 7 (doctoral degree) and responses 4 (bachelor
udegree) and 6 (master degree). Significant differences were obtained between response option 5
(some gradluate work) and responses 4 and 6.

F4
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APPENDIX O: HIGHEST LEVEL OF PROFESSIONAL MILITARY
EDUCATION OBTAINED (OFFICERS)

S-The analysis of variance data for the highest level of professional military education obtained by
officers are provided in Table 0-1, and the Newman-Keuls Sequential Range Test results are
presented in Table 0-2.

General Organizational Climate (n =699). The Newman-Keuls Sequential Range Test
indicated that all pairs of responses were statistically different except for responses 5 (Squadron
Officers School) and 6 (intermediate service school).

Organizational Communications Climate (n = 699). The Newman-Keuls Sequential
Range Test indicated that response option 7 differed significantly from all other responses.

Job Related Satisfaction (n =671). The Newman-Keuls Sequential Range Test indicated
that all response pairs significantly differed from each other except for response 0 (none or not
applicable) and response 5 (Squadron Officers School). 2'

Table 0-1. Analysis of Variance Summary Table for Highest Level
of Professional Military Education (Officers)

Soutre df MS F p

General Organizational Climate

Between Groups 3 8.0641 9.64 .001
Within Groups 695 .8363

Total 699

Organizational Communications Climate

Between Groups 2 3.7260 3.90 .009
Within Groups 695 .9546

Total 699

Job Related Satisfaction

Between Groups 3 21.7499 16.07 .001
Within Groups 667 1.3535

Total 671

Perceived Productivity

Between Groups 3 9.0518 10.13 .001
Within Groups 700 .8938

Total 704
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Table 0-2. Newman-Keuls Sequential Range Test for
Prfessional Military Education (Officers)

General Organizational Climate

Response Option 0 5 6
Group Number 1 2 3

*5 2 2.990*
6 3 4.248 2.055
7 4 7.320* 5.623* 3.173*

Organizational Communications Climate

Response Option 0 5 6
Group Number 1 2 3

5 2 .922
6 3 1.515 .867
7 4 4.532* 4.285* 2.972*

Job Related Satisfatction

Response Option 0 5 6
Group Number 1 2 3

52 2.132
6 3 5.330* 4.060*
7 4 8.824* 8.007* 3.607*

Perceived Productivity

Response Option 0 5 6
Group Number 1 2 3

* -5 2 2.325
6 3 5.213* 3.776*
7 4 6.818* 5.626* 1.748

<05

Perceived Productivity (n =704). The Newman-Keuls Sequenti-I Range Test indicated
that all response pairs sign ifica tly differed except for responses 0 and 5: and responses 6 and 7.

47

44

4; i



APPENDIX P: HIGHEST EDUCATIONAL LEVEL OBTAINED (AIRMEN)

The analysis of variance data for the highest educational level obtained by airmen are provided

in Table P-I and the Newman-Keuls Sequential Range Test results are presented in Table P-2.

General Organizational Climate (n = 2702). The analysis of variance indicated a
significant main effect (p <.001). The Newman-Keuls Sequential Range Test indicated significant
differences between responses 2 (high school graduate or GED) and 3 (some college work).

Organizational Communications Climate (n = 2702). The main effect was not
significant.

Job Rlated Satisfaction (n =2558). The analysis of variance indicated a significant (p <
.005) main effect. The Newman-Keuls Sequential Range Test indicated a significant difference
existed between response 2 (high school graduate or GED) and 3 (some college work); and between
response 2 and the pooled response option 4 and 5 (bachelor's degree and some graduate work).

Perceived Productivity (n =2 786). The main effect was not significant.

Table P-i. Analysis of Variance Summary Table for
Highest Educational Level Obtained (Airmen)

Soume df MS F p

General Organizational Climate

Betweei Groups 3 5.4939 5.40 .001 "
Within Groups 2698 1.0166

Total 2702

Organizational Communications Climate

Between Groups 3 1.9172 1.92 .125 4
Within Groups 2698 1.0009

Total 2702

Job Related Satisfaction

Between Groups 3 5.0926 4.69 .003 1
Within Groups 2554 1.0861 Z

Total 2558

Perceived Productivity

Between Groups 3 2.0089 1.63 .181
Within Groups 2782 1.2333 2

Total 2786
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Table P-2. Newnian-Keuls Sequential Range Test for
Educational Level (Airmen)

General Organizational Climate

Response Option 2 1 3
Grouap Number 2 1 3

1 .909
3 3 4.940* .034

4-5 4 3.S93 .928 1.851

Job Related Satisfietion

Response Option 234-

P<05.
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APPENDIX Q: HIGHEST LEVEL OF PROFESSIONAL MILITARY
EDUCATION OBTAINED (AIRMEN)

The analysis of variance data for the highest level of professional military education obtained by
airmen are provided in Table Q-1, the Newman-K euls Sequential Range Test results are presented in
Table Q-2.

General Organizational Climate (n i 2700). The analysis of variance indicated a
significant (p <.001) main effect. The Newman-Keuls Sequential Range Test indicated significant
differences existed between all response pairs except between responses 0 and 1.

Organi.zational Communications Climate (n f 2700). The main effect was not
significant.

Job Related Satisfaction (n =2555). The analysis of variance indicated a significant (p <
.001) main effect. The Newman-Keuls Sequential Pange Test indicated significant differences
between all response pairs except between responses 0 and 1.

Perceived Productivity (n =2 784). The analyr-is of variance indicated a significant (p <
.001) main effect. The Newman-Keuls Sequential Range Test indicated significant differences
between all response pairs except between responses 0 and 1, and between responses 3 and 4.

Table Q-1. Analysis of Variance Summary Table for Highest Level
of Proessional Military Education (Airmen)

Source df MS F p

Genervl Organizational Climate

Between Groups 4 54.9249 58.33 .001
With:-i Groups 2695 .9417

Total 2700

Organizational Communications Climate

Between Groups 4 1.9579 1.95 .099
Within Groups 2695 1.0025

Total 2700

Job Related Satisfaction

Between Groups 4 37.7929 36.57 .001
Within Groups 2550 1.0333 '

Total 2555 "

Perceived Productivity

Between Groups 4 27.5922 22.99 .001
Within Groups 2779 1.2003

Total 2784

.44
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Table Q-2. Newman-Keuls Sequential Range Test for
Professional Military Education (Airmen)

Geneml Organizational Climate

Response Option 0 1 2 3
Group Number 1 2 3 4

1 2 2.048
2 3 9.961* 7.550*
3 4. 14.587* 12.503* 6.034*
4 5 16.358* 14.718* 9.418* 4.067*

Job Related Satisfitction

Response Option 0 .1 2 3
Group Number 1 2 3 4

1 2 .479
2 3 3.553* 2.912*
3 4 10.549* 9.752* 7.052*

Perceived Productivity

Response Option 0 1 2 3
Group Number 1 2 3 4

1 2 1.451
2 3 4.831* 3.273*
3 4. 10.001* 8.565* 5.660*
4 5 9.995* 8.890* 6.533* 1.691

*p <.05.

It
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4PPENDIX R:lH IGHEST EDUCATIONAL LEVEL OBTAINED (CIVILIANS)

The analysis of variance data for the highest educational level obtained by civilians are provided
ill Tble R-I. and the Newman-Keuis Sequential Range Test results are presented in Table R-2.

General Organ izatio nal Clim ate (n =620). The analysis of variance indicated a significant
(p <.005) main effect. The Newman-Keuls Sequential Range Test indicated significant differences
,\i,,ted between response 3 (some college) and the pooled responses 5, 6, and 7 (some graduate

ork-docloral degree).

Organizaltional Communications Climate (n =620). The analysis of variance indicated a
-ignificant (p <.001) mai, effect. The Newman-Keuls Sequential Range Test indicated significant
difference.- exi,,ed between the pooled responses 5, 6, and 7 and all other responses. Also, response
option 2 (high ,chool or GED) differed significantly from response 3.

Job Related Satisfaction (n =5 71). The main effect was not significant.

Perc eived PtoductivitY (i =624). The analysis of variance indicated a significant (p <.01)
main effe't. The Newmnan-Keuls Sequential Range Test indicated significant differences between the
1mohed rei.ponses 5. 6 and 7 and all other responses. 4

Table R-I. Analysis of Variance Summary Table for
Highest Educational Level Obtained Civilians)

iiIIIf df MS F p

General Organizational Climate

Iit ,leln (;rou,. 3 3.5689 4.30 .005
\\ iiin Group.. 616 .9299

Total 620

Organizational Communications Climate

II et i- eein G roui, 3 13.6432 11.68 .001
\\ ilhln (;rollp 616 1.1676

lotlal 620

Job Related Satisfaction

Ilet cln (; roul), 3 .9751 1.28 .281

\\ ithin (roupr 567 .7633
Tolal 571

Perceived Prod uc tivitv

B'I%'vi G ro ip., 3 5.0503 L 15 .000
\N ilhin (;roLii 620 1.2174>

''olal 624
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Table R-2. Newman-Keulh Sequential Range Test for
Educational Level (Civilians)

General Organizational Climate

It esponse Option 3 2 4
Group Number 2 1 3

2 1 2.076
4 3 1.692 .326

5-7 5.046* 3.25O 2.105

Organizational Communications Climate

Response Option 5-7 3 4
Group Number 4 2 3

3 2 5.703*
4 3 5.900* 2.072
2 1 8.058* 3.329* .100

Perceived Prductivity

R esponse Option 5-7 3 2
Group Number 4 2 i

3 2 3.869*
2 1 4.723* 1.321
4 3 3.669* 1.065 .212

*11 <.05.

k% 2
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AIPENDIX S: ANALYSIS OF CLASSIFICATION BY GRADE

The analysis of variance data for classification by grade are provided in Table S-i, the simple

main effects are summarized in Table S-2, and the Newman-Keuls Sequential Range Test results are

presented in 'fable S-3.

General Organizational Climate (n =41 07). The analysis of variance indicated significant
(p <.001) main effects for classification (C1) and grade (G) and the interaction effect (CIXG). The
test for simple main effects indicated that for classification (Ci) all levels of grade (G) were
significant. Also, for grade (G), all levels of classification (C1) were significant. The Newman-Kuels
Sequential Range Test indicated that grade (G) for officers (c] I) had significantly different mnearns
bhtween group 94 and group, g2 and g3. For grade (G) for airmen (c12 ), there were significant
differences for all grade levets, except g3 and 94 which did not significantly differ. Grade (G) for
(ivilians (c].an 3) Tl

3) had significantly different means between grade level g2 and levels g3 and g1 ' The
Newman-Keuls Sequential Range Test f,)r classification (Ci) at grade level g, indicated bignificant
differences existed between classificat -in level c1 2 and classification levels e1 and cl3 . For
clssification (Cl) at grade level g2 , all clb,..ification level mean pairs differed significantly from each
other. Classification (Cl) at grade level g3 and at level g4 had significant differences for both levels,
between classification el1 and classifications cl2 and cl 3 .

Table S-I. Analyis of Variance Summary Table for
Classification (Cl) by Grade (G)

Soni. df MS F

Gene a I Orga nizational C lirate

Cla ,ili.lion ((:1) 2 22.1131 24.7505 .001
Grade (;) 3 12.8914 14.4289 .001
:la,,ifiralio. -, (,radh (CI G) 6 10.2169 11.4355 .001

ithin Cll 4095 .8934

()rgitizational Communicatons Climate

ClJssifi.ation ((1) 2 .6214 .6077 .545
Grad. (1) 3 2.8593 2.7959 .039
Clh ifiialion \ C r.sh. ((J G (;) 6 5.9136 5.7825 .001

\, ilhii C:'I .1095 1.0227

Joh Rlated Satisfaction

(:lj,,ifiv'alion ((A) 2 46.1965 44.1957 .001
Gri.. (() 3 15.5)27 I 1.9173 .001
:l.iifi'atiol, \ ;r.. ((AC ) 6 17.6,126 16.8785 .001

A ilhill (.4Il 31167 1.0153

SPvn' . Ped 11nd tieljvily

CIai,,il*alion ((:) 2 12.571.4 11.0003 .01 4Gr.i.. ((;) 3 5.) 123 5.2007 .001
Cl-ih.alim, \ Gr.I.. ((.J (,) 6 7.939 1 6 1111 .101

Wihlin (..11 1192 1.1126
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Table S-2. Simple Main Effects Summary Table
for Classification (C1) by Grade (G)

Source df MS F p

General Organizational Climate

Cl at gl 2 58.548 65.534 .001
Cl at g, 2 88.358 98.901 .001
CI at g3 2 5.549 6.211 .002
C! at g. 2 2.809 3.144 .043

Within Cell 4095 .893

G atell 3 16.468 18.132 .001
(G at cl, 3 76.356 85.167 .001
G at cl 3 9.823 10.995 .001

Witlin Cell 4095 .893

Organizational Communications Climate

CI at gl 2 4.318 4.222 .015
CI at g2  2 9.121 8.919 .001
CI at 93 2 1.153 1.128 .324
C I at g, 2 3.504 3.426 .033

within Cell 4095 1.023

G at elI  3 4.735 3.130 .003
G at el1  3 6.355 6.214 .001
G at el, 3 3.134 3.061t .027

Wili Cell 3095 .893

Job Related Satistetion

(1 at 2 5.844 5.591 .004
CI at g2 2 90.404 90.313 .001
CI at g3 2 10.211 9.738 .001
C atg 4  2 23.714 22.715 .001

Withain Cell 3867 1.045

G at l I  3 35.477 3.9,10 .001
G at cl, 3 43.997 2.090 .001
k at e 3 1.820 1.741 .157

Wiidain Cell 3867 1.045

Perceived Productivity

C I at g, 2 20.028 17.528 0101
CI at g, 2 49.450 43.279 .001
CI at g, 2 1.173 1.027 .358

C 'I at g rd w2 2.193 1.919 .17
Wit hin Cell 4.192 1.I1.3

G tel3 11.3415 9.929 .00 1
;a! , 3 51!.482 415.057 .001

(G at el1, 3 2.924 2.559 .053
WiUL11 Cell 41192 1. 143

C I -Classification with C I ,ffiver: CI., -airmen: C13 -civilian.
(G -Grade with G; 1 -3:(1 6"5(1 77:14 -8+ ."
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Table S-3. Newman-Keuls Sequential Range Test for
Classification (CI) by Grade (G)

General Organizational Climate

Classification at Grade Level I

Response Option 2 3-6
Group Number (Cli ) 2 3

3-6 3 4.4345*
I 1 15.9829* 1.0121

Classification at Grade Level 2

Responw Option 2 3-5
Group Number (Cl i )  2 3

3-6 3 3.3721" /
1 1 19.8777* 11.6587*

Classification at Grade Level 3

Responw. Option 3-6 2
Group Number (Cl.) 3 .92

"2 2 1.9608 ,

II 4.8342* 4.7354*

Classifwcatin at Grade Level 4

It e.sponsc Option 1 2
(roup Number (Cl1) 1 2

2 23.0319*
3.6 3 3.5447* .7210

(;rde at Classification level I

R e'sponse Option 4-7 I 2
Group Number (Gid 4 1 2

1I 1.9564
2 2 5.8015' 8.9861*
3 3 5 3577* 5.5(982* .9162

Grade at Classification Level 2

II.,npon. Option I 2 3
Group Nuimber (G,) I 2 3

2 2 3.6405 *
3 3 19.2511 * 17.0470*

4-7 4 13.2158* 11.5478* .9760

Grade at Classification Level 3

1R esponse Option 2 I
(;roup Number (G) 2 1 3

I I 1.6390
3 3 4.5222* 1.2170

4-7 4 8.0206* 2.7457 2.4679

7 14

72

t 7



rable S-3 (Continued)

i Organizational Communications Climate

Classificat6on at Grade Level I

It e ,polnn Option 1 2

*" Group Number (Gi) . :
2 2 2.7293

3-6 3 3.5989' 2.7312

Classification at Grade Level 2

.e ,pont." Option 2 3-6
2 Group Number (CI) 2 3

:1" 3 1.5071
1I 5.9309* 3.0793*

Classification at Grade Level 4

It ,lln Option I 3.6
Group Number (CA) I

.1-6 3 1. 1755
• 2 2 2.9531 .tL')l I0

(;mde atClassi-ation Level I

It v.,epInn. Option t-7 I 3
Group Number (G 4 I

1I 2.1129
3 3 2.7 18 I .II1|55
' 2 3.9 t )* 1 3(696* .6 177

(;rade at Classsifiation Level 2

I e-nmu,,c Optmnm 2 3
Group N umiber (( d 2 3

3 3 .2631)
I I 5.367* .l1hi *

1-7 J. 3.1800 2.8237 .3727

G] (raid,.c atI C ass ific a ton ite v,. 13

1.71l on -7 2
Iu (trottp Number (('i) l

: 3 1.2270

2 2 ~ 1.61298.29
I 1 1. 0,590 .1.26,'20 .3. 1.

jo) Relak1d SAt.faction

(jasmifiatbn at (;,de Let.I I

It ~ 1ii 2

:- Group Numlr (WI) I
" 2 "1.6013:- 3 t.01 1,* 1 2 15
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Table S-3 (Continued)

Job Related Satsisction

Classifieation at Grade Level 2

Response Option 2
Group Number (Cl i ) 2

1 1 13.1555"
3-6 3 15.3924* 2.85740

Classifiation at Grade Level 3

Response Option 2 1
Group Number (Cli) 2 1

1 3.0914"
3-6 3 5.7711* .3707

Classification at Grade Level 4

Response Option 1 2
Group Number (Cli) 1 2

2 2 5.1647*
3-6 3 8.3845* 5.9401*

Grade at Classifcation Level I

Response Option 4-7 1 2
Group Number (Gi)  4 I 2 A

1 1 .9746
2 2 6.3136* 12.6751 *

3 3 5.9721" 7.7666 1.1292

Grade at Classification Level 2

Response Option 2 1 3
Group Number (G 2 1 3

1 1 .6235 '
3 3 13.0988* 12.0089*

4-7 4 9.3017* 8.8093* 1.0669

Perceived Producivity

Classifiation at Grade Level I

Responbe Option 2 -
Group Number (Ci) 2

I I 7.5050'
34P 3 4.5234* 2.0404

Classijcation at Grade Level 2

Response Option 2 34)
Group Number ((l 2 3

341 3 4.2412'

I I 12.9094' 6.06140

,'1
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Table S-3 (Continued)

iPe eived Paoductivity

Grade at Clasiicalion Level 1

Response Option 4-7 1 2
Group Number (Gi ) 4 1 2

1 1 .8715
2 2 3.9074* 6.9451"
3 3 3.2689 3.7729* .1407

Grade at Classification Level 2

Response Option 1 2 4-7
Group Number (6j)  1 2 4

2 2 .7263
4-7 4 6.9120" 6,66340

3 3 14.1795' 14,2651" 2.1067

Gmde at Classification Level 3

Response Option 2 3 4-7
Group Number (Gi) 2 3 4

3 3 2.6125
4-7 4 3.74460 .5671

1 1 2.1804 .5786 .2930

Note: - Only those factor levels having fignificant simple main effects had Newman-Keuls Sequential Range Tests

performed.
*p <.05.
Cl -Classification with Cl -officer; C12 -airmen; C13 -civilian.
G -Grade with G1 =1-3; G2 -4-5; G3 -6-7; G4 -8+.

Organizational Communications Climate (n =410 7). The analysis of variance indicated
significant main effects for grade (G) (p <.05) and for the interaction (CIXG) (p <.001). Tests for
simple main effects indicated that for classification (Cl) all levels of grade G) were significant
except for level g3 . For grade (G) all levels of classification (C) were significant. The Newman-
Keuls Sequential Range Test indicated for grade at classification level cl I significant differences
between grade level g2 and grade levels g, and g4 . For grade at classification level c1 2 , g1 differed
significantly from g2 and g3 " Grade at classification level c1 3 indicated significant differences
between g, and grades g2 and g4 .

The Newman-Keuls Sequential Range Test for classification (Cl) at grade level gl indicated
classification level cl I differed significantly from level c13 . For classification at g2 , there were
significant differences indicated between classification level cl I and levels c12 and c13 . On the other
hand, for classification at grade level g4 , the only significant difference was between classification c 12
atid cl.

3-
Job Related Satisfaction (n =38 79). The analysis of variance indicated significant main

effeacz for classification and grade, as well as a significant interaction (CIXG) (p <.001). Tests for
Silntple main effects indicated that for classification (Cl) all levels of grade (G) were significant. Also
for grade (G), all classification (C) were significant, exrept for cl 3 . The Newman-Keuls Sequential
itatnge Test indicated for classification at g, significant differences for classification level c13 and

* 4 la.asification levels cl and c1 2 . For classification at g2 , all grade levels differed signirwantly from
4'teai other. Classification at g3 had significantly differing means for classification level cl 2 and levels
4 ,.1 and ( 3. while classification at g4 had all levels of classification differing sign i ficantly from each
otIer.
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The Newman-Keuls Sequential Range Test for grade at cl1 indicated significant differences
between grade levels g, and levels g2 and g3 , as well as between grade level g4 and levels g2 and g3 "
For grade at level c12 , significant differences were found between grade level g, and levels g3 and g4 ;
and between grade level g2 and levels g3 and g4 "

Perceived Productivity (n =4204). The analysis of variance indicated significant main
effects for classification and grade and a significant interaction effect (p <.001). Tests for simple
main effects indicated for classification (CI) grade levels g, and g2 were significant, and for grade
(G) all classification levels were significant. The Newman-Keuls Sequential Range Test for
classification at g, indicated classification level c1 2 differed significantly from groups cl1 and cl 3 .
For classification at g2 , there were significant differences between all group means.

The Newman-Keuls Sequential Range Test for grade at c1 indicated that grade level 92
differed significantly from g4 and that g, differed from grade levels g2 and g3. For grade at cl 2,
grade level g, differed significantly from g3 and g4 , and grade level g2 also significantly differed
from g3 and g4. On the other hand, grade at c1 3 had only one pair of means, g2 and g4 A which
significantly differed from each other.

4'4
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APPENDIX T: ANALYSIS OF CLASSIFICATION BY RACE

'The analysis of variance data are provided in Table T-1, the simple main effects are summarizedr :in Table T-2, and the Newman-Keuls Sequential Range Test results are presented in Table T-3.

General Organizational Climate (n =4099). The analysis of variance indicated that tests
for main effects for classification (CI) and race (Ra) were significant beyond the .001 level for both
factors. Test for interaction (C1XRa) was significant (p <.005). Tests for simple main effects
associated with the classification factor indicated that classification was significantly different for
race level ra 3 (white). The simple main effects-test for race was significantly different for race at
classification levels cll (officers) and c13 (civilians). The Newman-Keuls Sequential Range Test

', indicated that classification at ra3 (white) had differences for classification group c' 2 (airmen)
which differed significantly from classification groups el1 (officers) and cl3 (civilians).

iThe Newman-Ketils Sequential Range Test for race indicated that race at classification level c Il
(officers) and race level ra1 (other) differed significantly from the other race groups (ra2 -black and
,a:-white). For race at classification level cl3 (civilians), race group raI (other) differed
-ignifitantly front group ra 3 (white).

Table T-1. Analysis of Variance Summary Table for

Classification (Cl) by Race (Ra)

Source df MS F p

General Organizaional Climate

Classification (CI) 2 12.2027 12.7045 .001
R ace (R a) 2 11.3680 11.8392 .001
Classification x Race (CI x Ra) 4 3.5381 3.6847 .005

Within Cell 4090 .9602

Organizational Communications Climate

Classification (CI) 2 1.2258 1.1902 .304
Rice (Ra) 2 1.1614 1.1278 .324Classification x Race (Cl x Ra) 1 .9395 .9123 .456

Within Cell 4090 1.0299

Job Related Satisfetion

Classification (CI) 2 36.4346 33.0396 .001
Race (Ra) 2 4.6401 4.2078 .015
Classification x Race (Ci x Ra) 4 4.6077 4.1783 .002 A

Within Cell 3860 1.1028

Perceived Productivity

Classification (CI) 2 3.6849 3,1230 .044
Race (Ra) 2 13.3160 11.2856 .001
Classification % Race (CI x Ha) t 5.1915 4.3999 .001

Within Cell 4183 1.1799
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Table T-2. Simple Main Effects Summary Table
forClassification (Cl) by Race (Ra)

LSource df MIS F p

Generzal Organizauional Climate

C1 at ra1  2 2.527 2.632 .072
C1 at r22  2 2.278 2.372 .093
CI at raa 2 107.433 111.886 .001

Within Cell 4090 .960

RA at c11  2 6.767 7.047 .001
Ba at c1 2  2 1.457 1.518 .219
Ra at cl 3  2 4.577 4.766 .009

Within Cell 4090 .960

Organizational Communications Climate

ClI at ra1  2 .968 .940 .391
Cl at ra 2  2 .666 .646 .524

MC1 -it rai 2 1.530 1.485 .227
Within Cell 4090 1.030

Ra at el2 .139 .135 .874
Ba at 1l 2 2.433 2.362 .9
Ba at c1 2 2.124 2.063 .127

Within Cell 4090 1.030

Job Related Satisficdton

Cl at ra, 2 10.191 9.241 .001
Cl at rai 2 2.563 2.324 .098
Cl at rai 2 161.547 146.488 .001

Within Cell 3860 1.103

Ra at cl 1  2 1.042 .944 .389
Ra at C12  2 .912 .827 .438
Ra at cl 2 8.560 7.762 .001

Within Cell 3860 1.103

Perceived Pwoductivity

C1 at ra1  2 .725 .614 .541
CI at ra 2 1.2113 1.087 .337
CI at r a2 2 52.331 44.352 .001

Within Cell 4183 1.180

Ra at c11  2 4.306 3.650 .026
Ra atcl 1 2 1.135 .962 .382
Ba at c13  2 12.223 10.360 .001

Within Cell 4183 1.180

Ba :Race with Ra1 -other; Ba -black; Ra3 -white.
4 Cl Classification with Cl1 -of~iccr; Cl2 -airmen; Cl3 -civilian.
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Table T-3. Newman-Keuls Sequential Range Test for
Classification (CI) by Race (Ra)

General Organizational Climate

Classification at Race Level 3

Rebponse Option 2 3-6
Group Number (Cli) 2 3

3-6 3 13.5879*
1 1 18.8398" 2.7150

Race at Classification Level 1

Rcsponse Option 1,2,4,6 3
Group Number (Raj )  1 2

3 2 3.2270*
5 3 5.3079* .2766

Race at Classification Level 3

Response Option 1,2,4,6 3
Group Number (Ra )  1 2

3 2 .1055
5 3 3.8435* 2.4716

Job Related Satisfaction

Classification at Race Level I

Response Option 1 2
Group Number (CIi) 1 2

2 2 1.3423
3-6 3 4.3508* 5.6912*

Classification at Race Level 3

Ileponbe Option 2 1
Group Number (Cl.) 2 1

1 1 3.0277*
3-0 3 24.0934* 18.3184*

Race at Classification Level 3

Response Option 3 1,2,4.6
Group Number (Rai) 2 1

1,2,4,6 I .4988
5 3 3.7221* 4.5346*

Pcreived Productivity

Classification at Race Level 3

It e.-porne Option 2 1
(;roup Number (CI.) 2 I

1I 9.6778*
3-6 3 11.0720* 2.055*
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Table T-3 (Con tin ud)

Perceived Pwduetvit)

Race at Classification Level I

Response Option 1,2.4.6 3
Group Number (Ra) i 2

3 2 1.92175 3 3.7685* .7431

Race at Classification Leel 3

Ilesponlt. Option 1,2,4,6 3
Group Number (Rai) 2 2

3 2 1.6964
5 3 6.333j* 2.4183

Note: - Only those factor levels having significant simple main effects had Newma.,-Kulb Sequential Range Tests
performed.

*p <.05.
CI ,CUlassificatioli Ai.-. 11 =officer: C12 -airmen: Cl 3 =civilin."
Ra -Race with Ila, -other: Ra2 -black' Ra3 -white.

Organizational Comm unications Climate (n =4999). The main effects and interaction
effect for classification and race were not sigtiificant.

Jot) Related Satisfaction (n =3869). T1 ,. analysis of variance indicated that tests for main
effects and interaction effect were significant (classification :=p <001, race =p <.02. interaction =p <.002). Tests for stmple main effects (Table 25) associated with classification indicated that
classification was significantly different for race levels ra, (other) and ra3 (white). Simple main
effects for race were significantly different for classificat 'on ievi]l c1

3 (civilians). The Newman-Keuls
Sequential Range Test indicated for classification at ra I (other) significant differences between
classification levtl cl 3 (civilians) and the two other classification levels (cl I and c12 ) existed. For
classification at ra 3 (white), all mean pairs differed significantly front each other.

The Newman-K euls Sequential Range Test for race at cl 3 (civilians) indicated that race level
ra3 (white) differed si6..ificantly from race levels ral (other)'and ra.2 (black).

Perceived Productivity (n =41 92). The analysis of variance indicated that the main effects
for classification and race and the ;nteraction effect were significant (classification, p <04; . ace, p <
.00; and interdetion, p <.001). Tests for simple main effects associated with classification was
significant ir race level ra3 (white). Simple main effects for race were significant for classification
le,,els ci, (oIlicers) and 1, (civilians). The Newman-Keuls Sequential Range Test indicates for
claosifica : a at race lev.J ra3 (white) significant differen.,es between all mean pairs.

The Nowman-Keuils Test for race at classification level cl I (officers) indicated a significant
dificrnce betweet 'ce level ra I (other) and level ra3 (white). For race at classification level c 3
((i4illans), there was also the same relpionship of level ra I (other) differing significantly from ra 3
(whit,,).
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APPENDIX U: ANALYSIS OF CLASSIFICATION BY SEX

'I'll(- analysis of variance data for classification by sex are provided in Table U-1, the simple Ii
iiiami effects are sutniparized in Table U-2, and the Newman-Keuls Sequential Range Test results are V

iires~iitc in Talble Ur-3.

(Genral Organizational Climiate (n =4086). ForGeneral Organizational Climate, only the
iiaail effect for cla.,sification (C 1) was significant (p <.001). Simple miain effects indicated that
la!sifieiitiofl for inales and females were significant beyond the .001 level. The Newmat. culs

~-e~iieutial Ilange T'est for classification at sl (males) indicated significant differences between
dal.Iilieialiofl level (1.) (airmen) and the other two levels (ci 1-officers. c13 -civilians). For
* l1m.siciation al (femlales). all classification levels differed significantly from each other.

Organizational Commn i nication Clim ate (n = 4086). Tests for main effects and
imlaclioml were not significant.

Table 11-1. Analysis of Nariance Summary Table fcr
Classification~ (CI) by Sex (S)

Sudaw MS F P

General Organiizaionial C~imate

1.1tiiaigoI (C01 2 41.3880 43.0562 .001
( S) 1 2.7258 2.8356 .092

%.~~ft*iii St-, (C % S) 2 .9428 .9808 .375
ilhigi G-1 4080 .9613

Osguiiizatioiial Commninunatiom Climate

(.I.aa-ifiisl oll (C 1) 2 .1305 .1266 .881
*v- (S) 1 .0161) .0)163 .898

-. 014. iIi \ i (C S) 2 .4953 M105 .019]

Joh Rtelted Satisfaction

I.1.-i [it'ioi WO I 2 123.1778 111.9627 .001
".. (1) 1 724102 6,.5810 .0 10
CI-i1I14.aIIIII \ St\ (C. 1 2A 8I t.8 1.9818 .138

A 11imni 1-11I 3852 1.1002

I'.reived 1'flivib''ti

2 1-ifolion (0.) 2 34.9528 29.5690 .01
.0)6.000 1)15 .9)82

S,--.~ .IoI . (C S) 2 1.9702 t.2010; .0 15
11111il (:I*Il 1175 1.1821
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Table U-2. Simple Main Effects Summary Table
for Classification (C1) by Sex (S)

Source df MS F p

General Organizational Climate

CI at a, 2 103.1874 107.3415 .001
CI at s 2 10.8055 11.2405 .001

Wituin Cell 4080 .9613

Job Related Satisfa tion

CI at s1 2 93.8320 85.2863 .001
Cl at s 2 51.1243 46.4682 .001

Within Cell 3852 1.1002

S at clI I 3.1310 2.8458 .092
S at cl2  1 .4104 .3730 .541
S at el.2 1 6.7236 6.1113 .013

Within Cell 3852 1.1002

Perceived Productivity

C1 at a. 2 32.3736 27.3865 .001
C1 at s 2 21.9043 18.5300 .001

Within Cell 4175 1.1821

S at cll 1 .1105 .0935 .760S at el 2  1 4.5405 3.8410 .050
S at cl 1 5.4307 4.5941 .032

Witlin Cell 4175 1.1821

C1 =Classification with Cl1 =officer; Cl2 =airmcn; Cl3 =civilian.
S =Sex with sI =male; s2 -feniale.

Table U-3. Newman-Keuls Sequential Range Test for
Classification (CI) by Sex (S)

General Organizational Climate

Classification at Sex Level I

Iesponse Option 2 3-6 ,
Group Numher (Ci) 2 3

3-0 3 13.1027*
I 1 18.1875' 1.4030

Classification at Sex Level 2

I1 espouse Option 2 3-6
Group Number (Rai) 2 3

3-6 3 5.7572*
1I 44799* 1.9524*

Sex at Classification Level 3

It sponse Option 2
Group Number (S.) 2

I I 4.1651
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f rable U-3 (Con tinued)

Job Related Satisfaction

Classification at Sex Level I

Response Option 2 i
Group Number (CIi) 2 1!1 2.0107

"3-6 3 18.4202" 14 5595*

Classification at Sex Level 2

Response Option 2 1
Group Nt mber (Cli) 2 1

1 2.4734
3-6 3 13.6333* 3.2926*

Sex at Classification Level 3

Response Option I
Group Number (S) 1

2 2 3.4964

Perceived Pmductivitv

Classification at Sex Level I

I ebponse Option 2 3-6
GrooD Number (Cli) 2 3

14) 3 6.31590
I i 9.3-1580 1.0473

Classification at Sex Leicl 2

It esponse Option 2 1
Group Number (Cli) 2 1

1 ! 2.3983
34 3 8.5742" 1.3174

Sex at Classification Level 2

It eponse Option 2
Group Number (S) 2

1 1 2.7714*

Sex at Classification Level 3

It esponse Option I
Group Number (S.)  I

2 2 3.0317*

Note: - Only those factor levels hai ing significant simple main effects had Newman-Keuls Sequential Range Tests
performed.

p <.05.
Cl =Classification with Cl -officer. Cl 2 airmen: C13 -civilian.
S -Sex iith S! "male: S2 -female.

.ob Related Swtisfaciion (n =3858). Tests for nain effects were sig|nificant for chtssification
(p <.001) -:11d sex (p <.01). Test for itier,,-tion w,,ts not significant. Tesl fo. sitple main effects
itlicated that chlssific;ttion for bolh sI (mnales) and s.) (fenales) was ,ignificat beyond the .001
level. Tev.,t for simple main effects for me at cl: (civilians) was significant (p <.01 ):, however, tine

Sotltier classifieation level, were not significant. Thi-, Ne tan-Ketils Sequential Range Test for
chIasseificalion at sI (tn ales) an d at s.) (femiales) indicated s:gnificatit differetes betweei classification
level c. (civilialLs) 1nd tihe oihertwo levels ((.I i-officers. clH-.airnicn).
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The Ne man-Keil., Sequential Range Test for sex at c1 3 (civilians) also indicated that male
Inl femiale ci ilia,;, ignificantly differed in their responses concerning joh satisfaction.

IPrceired I'' odctird t uy (n =4181 ). Test for main effects was significant for classification (p
.111) but not r .. form- t for interaction (CIXS) was significant (p <.02). Tests for simple main
t.( indivated that la.,-ilication at sI (males) and at s2 (females) were significant beyond the .001
\( .1 Simple main 'fflc for se\ by classification level cl. (airmen) and c13 (civilian) were
,,, fi utIh different at Ihe .05 and .03 levels respectively. The Newman-Keuls Sequential Range
*-I hr ula(.ifiali,, at "1 (males) indicated that nale airmen ((.) differed significantly from male
t h°cr. ((l.1 ) and male eikilians (ei.). Classification at s.) (females) indicated that female airmen

,1.0 dill'reti l h'i Ir'ittla ' civilians (0l 3 ).

1te \eu 1,au-K vll.- Sequential iange Test for se\ at classification level (A.) (airmen) and at "l3
,i mlan-) ildi 1 ii,i, and female airmen and eivilians differed significantly in their peree,) on_

t

-A:
-r99.
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APPENDIX V: ANALYSIS OF SEX BY COMMUNICATION

The analysis of variance data for sex by communication are provided in Table V-1, the simple
main effects are summarized in Table V-2, and the Newman-Keuls Sequential Range Test results are
presented in Table V-3.

General Organizational Cl,tate (n =4108). For General Organizational Climate, the* , main effect for sex and the interaction effect (SXC) were not significant. The test for simple main
effects indicated that communications (C) was significantly (p <001) different for males (s1 ). The
Newman-Keuls Sequential Range Test indicated that all communications levels for males differed
significantly from each other. Figure 22 indicates that c4 was the highest, followed in descending
order by c3 , c2 , and c1 .

Table V-I. Analysis of Variance Su-mary Table forSex S)

by Communication (C)

df MS F

General Oganizational Climaje
Sex (S)Communication (C) 

1 1.8307 1.8439 ,175ie% x Communication (S C) 3 15.9058 16.0209 001Within Cell 
3 .7644 .7700 .5114074 .9928

Organizational Communications Climate
Sex (S)Communication (C) 

1 2.8420 2.7572 .097Sex x Communication (S x C) 3 .4915 .4768 .698Within Cell 3 .9238 .8962 .442
4074 1.0308

Job Related Satisaction
Sex (S)I'Coaiunication (C) ! 22.0318 18.8427 .001Sex Communication (S x C3 

5.0854 4,3493 .005Within Cell 
3 1.9780 1.6917 .1673845 1.1693

Perceived Productivity
Se (S) 

I.4Communication (C) 1 4.4952 3.8776 .049
3 29.1680 5309 .0

Sex x Communication (S \ C) 3 297 25.1609 .001(Within Cell 31.0797 .9313 34254167 1.1593
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Table V-2. Simple Main Effects Summary Table
for Four Criteria, Sex (S) by Communication (C)

Soure df MS F p

General (rganizatitmal Climate

Simple Efflcts filrSe
S a c 1 1.019 1.046 .307

X ill v') 1 .235 .628
S al (.- 1 .645 .650 .421

sI 3 1 3.597 3.623 .057
ulijCill , 4074 .993

Simpiel Effce-t% forCo ninIaIicitiont
(C di 3 29.321 29.534 .001
(: at 3 .977 .9841 .399 "

Within CI 4074 .993

Organizational Coninunicaions Climate

Simple Eiffct% fr Sex
; i c I 2.133 1.972 .161
S ,111 .314 .304 .581
S it- 1.20)6 1 218 ..262
S i  1 .077 .075 .784

A th11 Cell 4074 1.03!

SiiileC Efficts Wior(nintlnicatiaol
(: at ,1 3 2..119 2.346 .07:
(: i (', 3 .300 .291 .832

A : ilhin C.ll - 4074 1.031

Job Ilelated S tisfactiOn

Simle EIf(cL. fiirSe.\

sall 1 I .275 .235 .628
,, a 1 8.41 7.219 .007

aI 34.737 29.707 .00!
I 17.613 15.088 .00l

ItIlill C4.11 4045 1. 169

Simlulel Eff'ctL, Ior(:oninunicaation

at 1 3 6.670 5.705 .00I
C i.t 3 3.072 2.628 .0.49

Witlhin Cl-l 38,15 1.169

PF reived Prod uc tivitv

S imlple et s iL ;r.Ve\'

l I I 5. 18 2.715 .101
; i e.I .705 .608 . 136

S al I.- I 1.019 .879 .3,1)
I ' 1 .01)1 001 1.001
I lhill (',1 .4167 1 15;9

Simlel Effee'lLs for(;omniadoinili
:(. a 1 3 62.801 51.219 .001!)

C. 3 5 939 5.123 .002

inlll (..I - 447 1.159
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Table V-3. Newman-Keuls Sequential Range Test for
Sex (S) by Communication (C)

General Organizational Climate

Communication at Sex Level I

Response Option 1 2 3
Group Number (Ci) 1 2 3

1 2 3.3611*
2 3 6.0163* 4.7287
3 4 8.8317* 10.4496* 6.8593*

Job Related Satisfaction

Communication at Sex Level 1

Response Option 1 2 3
Group Number (Ci) 1 2 3

1 2 1.9788
2 3 2.4707 .7621
3 4 4.0403* 3.8679* 3.9223*

Communication at Sex Level 2

Response Option 1 2 3
Group Number (C) 1 2 3

I 2 2.3157
2 3 3.1357 .9801
3 4 3.7882* 2.0563 1.5064

Sex at Communication Level 2

Response Option I
Group Number (Si) I

1 2 3.7496

Sex at Communication Level 3

Response Option I
Group Number (Si) I

i 2 7.7088

Sex at Communication Level 4

Response Option I
Group Number (Si) I

1 2 5.4931*

Perceived Productivity

Communication at Sex Level I

Response Option I 2 3
Group Number (C) 1 2 3

1 2 6.6796*
2 3 10.1946* 6.)57*
3 4 13.6449* 12.8111 * 8.2684*

Communication at Sex L,.vel 2

Response Option I 2 3
Group Numlwr (') I 2 3

1 2 1.4708
1 3 3.1113 2.3590
3 4 43.l396* .058* 2.0173

Note: - Onls Ihow factor le.,e,,e having sign icant sinple maein effects had Ne , iman-K els Seqeclr tal Range 'rests
performed.

*p <.05.
C =Conmmunication with C =ver) Itt'lilh: C.2 -mnoderate: C3 =very frequent: C, -alnost continuous.
S -Sex %ill SI "'ale; S2 =f('emah1 .
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Organizational Communications Climate (n =4108). The main effects and interaction
were not significant using this criterion.

Job Related Satisfaction (n =38 79). Tests for main effects for sex (S) and communications
(C) were significant beyond the .001 and .005 levels, respectively. The test for interaction was not
significant. Tests for simple main effects associated with the communications factor indicated that
communications were significantly different for males (s1 ) and females (s2). The Newman-Keuls
Sequential Range Test indicated that males (s1 ) response option 5 (almost continuous) had a
response mean which was significantly higher than for A! other male groups. For females, the
Newman-Keuls Sequential Range Test indicated that the group responding to the very little and
little category (c1 , responses I and 2) differed significantly from those responding to the very
frequent category (c4 , response 5). Tests for simple main effects associated with the sex factor and
the Newman-Keuls Sequential Range Tests indicate that sex was significantly different for the
communication levels, moderate (c2 ), very frequent (c3 ), and almost continuous (c4 ), with the
female mean responses being higher than males for levels c2 , c3 , and c4 .

Perceived Productivity (n =4205). Tests for main effects for sex (S) and communications
(C) were significant beyond the .05 and .001 levels, respectively. The test for interaction was not
significant. Tests for simple main effects associated with tl, nimunications factor indicated that 4

communications were significantly different for males (s1 ) .j females (s2). The Newman-Keuls
Sequential Range Test indicated that all communication levels for males differed significantly from
each other with level c4 being the highest, c3 next, then c2 , and lastly c1 . For females, the Newman-
Keuls zequential Range Test indicated that those responding almost continuous (c4 ) had a
significantly higher mean response when compared to those responding very little and little (c1 ) and
moderate (c2 ).
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